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Create a better on boarding
process
I get a e-newsletter from First Reference which shares knowledge about HR issues and I
thought the following content is worth sharing … enjoy.
An employee’s first day and first several weeks on the job have a significant influence on
whether they embrace the companies values and whether they stay for the long haul. This is
why setting up an intentional and well-designed onboarding process as part of talent
management is critical for companies who want staff to represent their company values.
Focusing on company values has become an important trend in modern businesses.
Employees that embrace company values have shown to be more engaged and committed to
a company, reducing staff turnover or disappointment in job performance.
Each company is different, and new staff will not know what type of business they are working
for unless management thoughtfully puts the effort into assimilating new staff well
Here are three tips to create a better onboarding process to ensure that new employees
embrace company core values.
Tip #1: Recognize onboarding as a process
The onboarding process should not begin or end on the new staff member’s first day at work.
The onboarding process should actually begin during recruiting. Finding the right hire in the
first place who is already a good fit for your company culture will put you on the right foot. Not
only that, but give your potential hires authentic and upfront descriptions of what values your
company holds before they agree to the job. If both management and future hirees have
communicated their expectations, onboarding in the office space will be smoother.
Onboarding is not just a quick orientation covering responsibilities, job descriptions, and a
quick office tour. It should be warm, intentionally designed, and hopefully covering the span of
at least a week if not longer.
Tip #2: Be team players
Let’s be honest. Your business probably will not reach its full potential if everybody
.
is out for their own interest and there is little camaraderie among colleagues.
Employees stay committed to a job if they have positive
relationships at work. These relationships are built from the
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first day and first several weeks of employment.
A key ingredient to a proper onboarding process is giving a
warm welcome and introduction to the new employee from
seasoned staff. Encourage other staff to be involved in this
process..
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Make sure the new employee has someone to share lunch with on their first day. Many
company CEOs will even schedule coffee dates with new hires within their first month.
This space for connection is a great opportunity for other staff leadership to discuss and
demonstrate company values.
_

Tip #3: Measure your process
Providing a warm onboarding process is not just for the ‘feel-good-vibes.’ It is a very
intentional and strategic approach for making sure your employees represent your
company values. Like any other strategy your business takes on, the onboarding process
needs to be analyzed. Almost half of all businesses fail properly examine their program
success.
Without proper investigation, you cannot objectively know how your employees feel in
their first days of work or if they fully understand your tech platforms, etc. You will also fail
to understand the true relationship between your onboarding program and staff values,
turnover, engagement, or productivity.
Measuring your onboarding program with HR software is necessary to understand its
effectiveness at achieving goals and opportunities for improvement.
As a prerequisite to the development of a program to manage retention, certain difficult
questions must be answered:
•
•
•
•
•

Why do employees stay?
What are their values for working and for living?
What are their ages, sexes, marital statuses, and so on?
What are the right and wrong reasons for employees staying in their jobs?
How dissatisfied is dissatisfied?

Ideally, it seems that the goal of managing retention would be to create conditions
compatible to the turn-ons-plus—that is, some balance between job satisfaction and
environmental reasons. This raises some questions. For example, if employees who do
not like their jobs stay because of the “locked-in” features of benefit programs, should
managers not consider changing benefit programs to reduce inertia?
Another influence on inertia is the location of a company. For example, a corporation that
locates a new factory, offices, or laboratories in towns that are not highly attractive or
requires the relocation of many employees has weakened inertia; thus employees are
more likely to leave when they become dissatisfied with their work.
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