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Abstract: This study examines the influence of recruitment practices, onboarding processes, and mentoring programs on
employee performance at PT TEMAS Thk. By using a quantitative approach, data were collected through structured surveys
from 203 respondents and analyzed using multiple regression analysis. The findings reveal that while recruitment practices and
mentoring programs do not significantly impact employee performance, onboarding processes demonstrate a strong positive
effect. Drawing on Social Exchange Theory (SET) and Human Capital Theory, the results suggest that while initial hiring and
mentoring efforts may offer foundational value, structured and ongoing onboarding plays a more critical role in fostering
employee performance. These findings underscore the importance of implementing comprehensive onboarding strategies and
provide practical insights for optimizing human capital practices to support sustained performance outcomes.

Keywords: Recruitment Practices, Onboarding Processes, Mentoring Programs, Employee Performance, Social Exchange
Theory.

I. INTRODUCTION

Employee performance is one of the most critical determinants of organizational success, shaped by a range of human
resource practices, including recruitment, onboarding, and mentoring. Effective recruitment practices ensure the right talent is
aligned with organizational needs, improving productivity and reducing mismatch-related inefficiencies [1]. Once hired, a
structured onboarding process is vital in helping employees adapt to their roles, understand company expectations, and assimilate
into the organizational culture—ultimately enhancing engagement and performance [2]. Mentoring programs further support
employees by facilitating knowledge transfer, emotional support, and professional development, all of which contribute to greater
competence and confidence at work [3]. Together, these HR practices form a strategic foundation that can drive long-term
employee performance at PT Temas Thk.

While these practices have been individually examined in previous studies, there is limited research assessing their
combined and interactive impact on overall employee performance. Most existing literature focuses on isolated effects—such as
how onboarding alone reduces turnover or how mentoring supports career development—without evaluating how the integration
of recruitment, onboarding, and mentoring practices can reinforce one another to improve performance holistically. For instance,
while [1] and [2] underscore the significance of recruitment and onboarding, they do not explore their joint influence alongside
mentoring. Similarly, Allen et al. [3] emphasize the benefits of mentoring, but its complementary role within a broader HC
framework remains underexplored. This research addresses this gap by examining these practices as interconnected elements
contributing to employee effectiveness.

The theoretical foundation of this study draws on Human Capital Theory, which views employee skills, knowledge, and
capabilities as vital organizational assets [4]. Investments in recruitment, onboarding, and mentoring are thus seen as strategic
efforts to build and enhance human capital. In addition, Social Exchange Theory [5] provides a lens to understand how employees
reciprocate organizational support—such as mentoring and structured onboarding—with commitment and improved
performance. To further examine how employees adapt and internalize organizational norms, Organizational Socialization
Theory [6] is employed, highlighting the role of onboarding and mentoring in aligning individual behavior with organizational
values. These theories offer a comprehensive framework for understanding how HC practices influence employee performance
outcomes.

The primary objective of this research is to assess the influence of recruitment practices, onboarding processes, and
mentoring programs on employee performance at PT Temas Tbk. This study aims to evaluate the individual impact of each HC
practice and explore their combined effects in creating an environment that supports sustained employee growth and productivity.
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Furthermore, it investigates how these practices shape employee adaptation, motivation, and role clarity, which are critical for
optimizing performance. By integrating these HC elements within a unified framework, the study seeks to generate insights that
can inform more strategic and evidence-based HR policies for enhancing performance across all organisational employee levels.

Il. LITERATURE REVIEW

A) Human Capital Theory

Human Capital Theory, developed by Caire et al. [4], views employees’ skills, knowledge, and abilities as valuable assets
contributing significantly to organizational performance. It posits that investments in people—through recruitment, onboarding,
and development activities—enhance their potential and productivity. Human capital is typically categorized into general skills,
transferable across roles, and specific skills, which are job- or organization-specific [4]. In this context, recruitment practices
help select individuals with the desired potential while onboarding and mentoring processes further develop these capabilities.
According to Ployhart [1], investing in these HC functions aligns employee competencies with strategic goals, underscoring the
importance of human capital development in achieving high employee performance.

B) Social Exchange Theory

Social Exchange Theory (SET), proposed by Blau [5], explains how reciprocal interactions between individuals and
organizations shape behavior and performance outcomes. Employees who receive support—such as clear recruitment
communication, structured onboarding, and mentoring—are more likely to reciprocate through increased commitment and
performance [7]. The theory distinguishes between tangible exchanges (e.g., compensation) and intangible ones (e.g., trust,
recognition), which influence the employment relationship. Applied to this study, SET suggests that when employees perceive
organizational support through well-implemented HC practices, they feel obliged to respond with higher job performance,
motivation, and loyalty.

C) Organizational Socialization Theory

Organizational Socialization Theory [6] describes how employees internalize organizational norms, roles, and
expectations. It highlights three stages of socialization: anticipatory socialization, encounter, and change/acquisition.
Recruitment helps shape expectations before joining, onboarding supports adaptation during the encounter stage, and mentoring
plays a key role in the final integration process. Bauer [2] emphasizes that socialization processes significantly influence
employee attitudes, engagement, and performance. Thus, organizational socialization theory provides insight into how structured
HC interventions enable employees to adjust successfully and perform effectively.

D) Recruitment Practices

Recruitment practices encompass the strategies and procedures to attract and select qualified candidates. Effective
recruitment ensures a strong fit between employee capabilities and organizational needs, laying the groundwork for future
performance [1]. These practices include both internal methods (e.g., promotions) and external methods (e.g., job postings,
referrals, agencies) [8]. The effectiveness of recruitment impacts not only the quality of hires but also their long-term engagement
and productivity. Well-designed recruitment systems that clarify role expectations and values contribute directly to employee
alignment, satisfaction, and performance outcomes.

E) Onboarding Processes

Onboarding refers to structured efforts to help employees transition into an organization by fostering role clarity, social
integration, and organizational alignment. According to Bauer [2], onboarding is more than an orientation—it includes activities
that span several weeks or months to support employees' adjustment and development. Klein & Weaver [9] distinguish between
formal onboarding (e.g., orientation sessions, training) and informal onboarding (e.g., peer interactions). Effective onboarding
enhances employees’ understanding of their roles, strengthens commitment, and improves performance. It is critical in
accelerating productivity and minimizing early-stage confusion and disengagement.

F) Mentoring Programs

Mentoring programs are organizational initiatives where experienced employees guide less experienced colleagues to
enhance their professional growth and job competence. Mentoring contributes to knowledge sharing, confidence-building, and
performance development [3]. Formal mentoring is typically structured with predefined objectives, while informal mentoring
emerges organically through interpersonal relationships [10][11]. Both types provide emotional and professional support that
strengthens organizational commitment and improves job effectiveness. In the broader HC framework, mentoring complements
recruitment and onboarding by reinforcing skill development and cultural assimilation.

G) Employee Performance

Employee performance refers to the extent to which individuals meet or exceed job requirements and contribute to
organizational objectives. It encompasses task performance—the efficiency and quality of work outputs—and contextual
performance, including interpersonal behaviors and contributions to the organizational climate [12]. High-performing employees
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are technically competent and demonstrate cooperation, adaptability, and initiative. Multiple HC practices—including
recruitment, onboarding, and mentoring—interact to influence performance by shaping employees' preparedness, engagement,
and capacity for growth [13] [14]. Understanding these interactions is crucial for designing HC strategies that foster sustained
employee effectiveness.

H) Theoretical Framework and Hypotheses

a. The Influence of Recruitment Practices on Employee Performance

The theoretical foundation for understanding the influence of recruitment practices on employee performance is
grounded in Human Capital Theory and Social Exchange Theory. According to Human Capital Theory, recruitment
represents a strategic investment in selecting individuals who possess the knowledge, skills, and potential to contribute to the
organization’s success [4]. Effective recruitment practices help ensure that employees are well-matched to the organisation's
demands and culture, enhancing their capacity to perform effectively [1]. Social Exchange Theory [5] also suggests that fair
and transparent recruitment practices initiate a reciprocal relationship between the employee and the organization, building
trust and commitment. When employees perceive the hiring process as respectful and equitable, they are more likely to
respond with higher engagement and job performance [7]. Hypothesis (H1): Recruitment practices positively affect employee
performance.

b. The Influence of Onboarding Processes on Employee Performance

The influence of onboarding processes on employee performance can be explained through Organizational Socialization
Theory and Social Exchange Theory. Organizational Socialization Theory [6] emphasizes that onboarding helps employees
internalize organizational norms, clarify role expectations, and adjust more effectively to their work environment. Structured
onboarding—including orientation, job training, and social integration—enhances role clarity and job satisfaction, positively
contributing to employee performance [2]. From the lens of Social Exchange Theory, onboarding is seen as an organizational
investment that signals support and commitment to employees, encouraging them to reciprocate with greater loyalty and
productivity [5]. When employees feel supported during the onboarding process, they are more likely to exhibit higher task
and contextual performance. Hypothesis (H2): Onboarding processes positively affect employee performance.

c. The Influence of Mentoring Programs on Employee Performance

Social Exchange Theory and Human Capital Theory support the impact of mentoring programs on employee
performance. Mentoring establishes supportive relationships between experienced employees and their mentees, fostering
knowledge sharing, guidance, and emotional support [3]. According to Social Exchange Theory, employees who receive
mentoring perceive this support as a valuable resource, leading to greater commitment, satisfaction, and performance [5].
Human Capital Theory further explains that mentoring enhances employee competencies and professional growth, improving
individual performance [4]. Mentoring can positively influence immediate and long-term performance outcomes by
accelerating skill development and increasing role confidence. Hypothesis (H3): Mentoring programs have a positive effect
on employee performance.

IH1. METHODS

This research employed a quantitative approach to assess the influence of recruitment practices, onboarding processes,
and mentoring programs on employee performance at PT Temas Tbk [15](Creswell & Creswell, 2018). Primary data were
collected through a structured questionnaire survey, utilizing a Likert scale to measure employee perceptions of each variable
under investigation [16]. The study adopted a judgment sampling technique, focusing on employees across various functional
levels—strategic and operational—to ensure the sample accurately represented the organizational workforce relevant to the study
objectives [17](Hair et al., 2006). The collected data were then analyzed using multiple regression analysis to examine the
relationships between the independent variables (recruitment, onboarding, and mentoring) and the dependent variable (employee
performance) and to empirically test the proposed hypotheses [18](Bryman, 2016).

IV. RESULTS AND DISCUSSION
A) Findings
a. Validity and Reliability Test
Table 1: Validity & Reliability Test

Employee Recruitment Onboarding Mentoring
Descriptions Performance Practices Processes Programs
Pearson’s
Correlation Above
Coefficients Above 0.361 Above 0.361 Above 0.361 0.361
Cronbach’s Alpha 0.943 0.720 0.897 0.934
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The validity and reliability tests confirm that the instruments used to measure employee performance, recruitment
practices, onboarding processes, and mentoring programs are valid and reliable. Pearson’s correlation coefficients for all
variables exceed the critical value of 0.361, indicating a satisfactory item-to-total correlation. Cronbach’s Alpha values
demonstrate strong internal consistency: employee performance (0.943), onboarding processes (0.897), and mentoring
programs (0.934) all exhibit excellent reliability, while recruitment practices (0.720) indicate acceptable reliability. These
results validate the constructs for further hypothesis testing.

b. Descriptive Statistics
Table 2: Descriptive Statistics

New Employee | Recruitment | Onboarding Mentoring

Variables Performance Practices Processes Programs
Mean 4.252 4.014 4.074 4.002
Std. Deviation 0.549 0.607 0.774 0.680

Table 2 displays the descriptive statistics for the key variables. Employee performance achieved the highest mean
score (4.252), with a relatively low standard deviation (0.549), suggesting consistently high perceptions of performance
among employees. Recruitment practices (M = 4.014) and mentoring programs (M = 4.002) received favorable evaluations,
though with moderate variability. Onboarding processes (M = 4.074) showed slightly higher variability (SD = 0.774),
indicating differing experiences among employees. The findings suggest that employees perceive all HC practices
positively, though onboarding may benefit from further consistency and optimization.

c. Classical Assumption Test
Table 4: Classical Assumption Test

Assumption Testing Requirement Testing Output
Normality P-value > 0.05 Monte Carlo Sig. (2-tailed): 0.098
Multicollinearity VIF<10 2.283/2.757/3.093
Tolerance > 0.1 0.438/0.363/0.323
P-value > 0.05 Spearman’s rho (Sig.2-tailed)
Heteroscedasticity 0.757/0.542/0.203

Table 4 summarizes the results of the classical assumption tests for the research model. The normality assumption is
satisfied, as the Monte Carlo significance (2-tailed) value of 0.098 exceeds the required threshold of 0.05. Additionally, the
multicollinearity assumption is met, with all Variance Inflation Factor (VIF) values (2.283, 2.757, 3.093) well below 10,
and tolerance values (0.438, 0.363, 0.323) all exceeding 0.1, indicating minimal collinearity among the predictors.
Furthermore, the heteroscedasticity assumption is confirmed, with Spearman’s rho significance values (0.757, 0.542, 0.203)
all above 0.05, demonstrating that the variance of the residuals is homogeneous.

d. Model and Hypothesis Testing
Table 5: Regression Outputs

Testing Requirement Testing Output

- 0.570
F-test P-value < 0.05 F =88.036 & Sig. = 0.000
t-test Beta P-value
Recruitment Practices Sig <0.05 -0.023 0.745
Onboarding Processes Sig <0.05 0.728 0.000
Mentoring Programs Sig <0.05 0.054 0.508

The multiple regression analysis reveals that the combined influence of recruitment practices, onboarding processes,
and mentoring programs can explain 57% of the variance in employee performance. The F-test result is statistically
significant (F = 88.036, p < 0.001), confirming the overall strength of the model. However, only onboarding processes
significantly positively affected employee performance (f = 0.728, p < 0.001). In contrast, recruitment practices (§ = -
0.023, p = 0.745) did not show a statistically significant effect on employee performance, indicating that there is not enough
statistical evidence to support a relationship between recruitment practices and employee performance within the context
of this study and mentoring programs (B = 0.054, p = 0.508) did not have statistically significant effects on employee
performance in this model. These findings suggest that while onboarding is critical in supporting employee performance at
PT Temas Tbk, recruitment and mentoring strategies may require further development and alignment to enhance their
impact.
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B) Discussion

a. The Effect of Recruitment Practices on Employee Performance

This study set out to assess whether recruitment practices significantly influence employee performance at PT TEMAS
Thk. Contrary to the initial hypothesis, the results show no statistically significant relationship between recruitment
practices and employee performance. Viewed through the lens of Social Exchange Theory (SET), this suggests that
employees may not perceive the initial interaction during recruitment as a sufficient basis for reciprocal performance-
enhancing behaviour [5] [7]. Similarly, Human Capital Theory (HCT) argues that while recruitment is essential for
attracting capable individuals, performance is more closely tied to continuous development than initial hiring efforts alone

[4].

These findings imply that while recruitment can match candidates to roles, its influence on performance may diminish
if not reinforced through ongoing investment in development. Employees may not regard the recruitment process as a
meaningful exchange unless it is followed by sustained support such as onboarding, mentoring, or clear career pathways
[3] [10]. In other words, effective recruitment practices may only contribute indirectly to performance when integrated with
broader strategies that strengthen employees’ competencies and motivation.

Previous research has found that recruitment practices can enhance performance by ensuring fit and motivation [19]
[20], yet the findings from PT TEMAS Tbk suggest otherwise. This divergence highlights the importance of organizational
contexts—such as sectoral characteristics, internal HC policies, or leadership practices—that may moderate the
effectiveness of recruitment in shaping performance. Thus, without a strong follow-up in post-hire development,
recruitment alone may not suffice to influence employee performance outcomes meaningfully.

b. The Effect of Onboarding Processes on Employee Performance

Unlike recruitment, onboarding processes demonstrated a strong and statistically significant effect on employee
performance. Employees who experienced structured onboarding reported greater understanding of their roles, better
adaptation to organizational culture, and improved ability to meet job expectations. These results underscore the value of
onboarding as a strategic mechanism for ensuring workplace clarity, comfort, and commitment.

From the SET perspective, comprehensive onboarding fosters a sense of reciprocal obligation—employees perceive
the organization's investment and are motivated to reciprocate with better performance[5] [7]. Organizational Socialization
Theory further explains this outcome, suggesting that onboarding is critical in facilitating employees' adjustment, learning,
and internalization of organizational values and norms [21]. This socialization helps bridge the gap between organizational
expectations and employee behavior, leading to measurable improvements in job outcomes.

While previous studies have highlighted onboarding’s role in employee adaptation and satisfaction [2] [22], the
present study adds to this literature by showing its direct impact on overall performance. The case of PT TEMAS Thk
demonstrates that structured onboarding programs can do more than support integration—they can actively enhance
productivity and effectiveness. This insight supports the idea that onboarding should be seen not merely as a transitional
activity but as a performance-enhancing strategy [23] [24].

c. The Effect of Mentoring Programs on Employee Performance

The study also evaluated the impact of mentoring programs on employee performance and found no significant effect.
Despite the intention to enhance employee capabilities and integration through mentoring, the results suggest that the
current program at PT TEMAS Tbk may not effectively support performance outcomes. This may be due to mentoring
activities lacking strategic alignment with employee needs or insufficient perceived value by the participants.

SET helps explain this finding by suggesting that employees may not respond with increased performance if they do
not perceive tangible benefits from mentoring—such as actionable feedback, learning opportunities, or personal growth [5]
[7]. Meanwhile, HCT emphasizes that mentoring must directly enhance employees’ competencies to influence
performance[4]. If the mentoring is informal, inconsistent, or poorly matched to employees’ roles, its capacity to build
human capital and trigger performance benefits may be limited [25] [10].

This result diverges from past research highlighting mentoring’s positive impact on job performance and professional
development [26] [10]. The novelty in this context lies in showing that mentoring does not automatically lead to
performance gains unless intentionally structured and perceived as beneficial by employees. In the case of PT TEMAS
Thk, it is possible that mentoring operates as a symbolic or supplementary practice rather than a core strategy for capability
building, thereby reducing its practical impact on performance.
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IV. CONCLUSION

This study investigated the influence of recruitment practices, onboarding processes, and mentoring programs on
employee performance at PT TEMAS Thbk. The findings revealed that onboarding processes significantly and positively affected
employee performance, highlighting the critical role of structured integration strategies in enhancing job effectiveness. In
contrast, recruitment practices and mentoring programs did not show statistically significant effects, suggesting that while these
practices are foundational for talent acquisition and development, they may not directly translate into improved performance
without strategic reinforcement and alignment with employees' evolving needs. These results call for a reassessment of how
recruitment and mentoring efforts are designed and integrated within broader human resource development frameworks to ensure
lasting performance outcomes.

The theoretical frameworks applied—Human Capital Theory [4], Social Exchange Theory [5] [7], and Organizational
Socialization Theory [6]—effectively contextualize the results. Human Capital Theory provides the foundation for understanding
that employee performance is shaped by ongoing development investments, not merely initial selection. Social Exchange Theory
helps explain why onboarding creates strong reciprocal commitment between employees and the organization, particularly when
support is perceived as genuine and sustained. Meanwhile, Organizational Socialization Theory sheds light on how onboarding
facilitates cultural integration and role clarity, directly influencing work outcomes. Together, these theories offer a
comprehensive lens for interpreting the findings. Methodologically, using a quantitative survey approach and regression analysis
ensured the objectivity and reliability of the results [18].

Nevertheless, the research has several limitations. First, focusing on a single company—PT TEMAS Tbk—Ilimits the
generalizability of the findings across different organizational types or sectors[18]. Second, reliance on self-reported survey data
may introduce response biases [27]. Third, while the study drew on strong theoretical models, it did not explore external factors
such as labor market conditions or internal dynamics like personality traits and leadership behavior, which could further shape
employee performance. Finally, the cross-sectional design restricts insight into long-term effects; future research may benefit
from longitudinal approaches to assess how recruitment, onboarding, and mentoring influence performance over time.
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