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PROGRAM TOPICS: 
  Common characteristics of new employees. 

 
 Why new employees leave. 
 
 Common mistakes and pitfalls when acclimating 

new employees. 
 

 How socialization results in better performance. 



How This All Started 



 
 



Rex Castel, Senior VP of Human Resources at the 
State National Bank of Lubbock, Texas  

You come in and sit down in monumentally uncomfortable 
chairs and are bombarded with papers, rules, policies . . . you 

know  those  ‘this  is  how  you  get  fired’  sorts  of  comments.  If  it’s  a  
big employer and a big group of new hires, someone stands in 
front of a PowerPoint slide show and reads the slides to you 

(Lee, 2006, p. 2). 



Common Mistakes and Pitfalls  



 The best new employees can fend for themselves.  

 A massive information session provides new employees with what 
they need.  

 Cursory introductions are sufficient for employee socialization. 

 Mentors are best for helping new employees integrate themselves 
into the organization.  

Common Mistakes and Pitfalls  



 New employees learn by osmosis (absorb critical organization 
information just by being around other employees). 

 A video is a sufficient comprehensive approach. 

 All a new employee needs to do is shadow a seasoned employee. 
"Just follow me around approach.” 

Common Mistakes and Pitfalls  



Program Mistakes 

 Not having a formally structured 
program  

 Cramming too much information into a 
time-limited framework  

 Delivering a program that lacks 
entertainment  

 Instituting a sink-or-swim culture  

 Not following up with new employees 
after the training  

 



Employees 
Organizational challenges require 
both new and current employees to 
acclimate quickly to: 

 new organizational structures 

 products 

 services 

 job roles 

 and responsibilities 

in order to be successful.  

 



Characteristics 

Employees who are new to 
the organization or new to 
their roles generally 
consume more resources 
than the value of their 
productivity.  

 



Additional Challenges 

 It takes 20 weeks for professional staff to reach full productivity. 

 It takes 26 weeks for executive staff to reach full productivity.  

 35% of employees have been with their companies for less than two 
years.  

 Over 25% have been with their companies for less than one year. 

 Americans change employers ten times between the ages of 18 and 37.  

  





Groupthink 



When New Employee Leave 

 Those employees take with them the human capital in which the 
organization has invested via instruction, coaching, mentoring, and 
tutoring.  

 They take with them the resources the organization invested in 
advertising, recruitment, hiring, and training them.  

 A critical role is now vacant.  



 
Why do employees 

leave? 
 

Approximately 89% of 
managers believe that 
employees leave their jobs for 
more money.  



Why do employees leave? 
 Poor Management 

 The job or environment is not what 
the employee expected  

 Employee is not the right fit for their 
roles  

 Employee does not receive coaching 
and feedback on performance  

 Employee does not believe there are 
enough opportunities for growth and 
advancement  

 Lack of training 

 

 

 Lack of senior leadership 

 Employee feels devalued or that their 
contributions are not recognized  

 Employee is unable to attain or 
maintain a stress-free, work- life 
balance  

 Employee does not trust or believe in 
their leaders  

 Lack of recognition 

 Lack of teamwork 

 Excessive workload 

 



Socialization! 



Formal Socialization Process 

 More performance-based pay increases. 
 

 High performance evaluation ratings. 
 

 More likely to receive a promotion. 
 

 Longer tenures. 
 



 
What does it mean for an organization if a smart 
and highly skilled employee decides to leave? 

 

What does it mean for an organization if an 
employee who is unhappy, disconnected, and 

unengaged decides  to stays?  
 



Socialization! 



Socialization 

 
Proper socialization helps prepare 
new employees to succeed in their 
jobs quickly and... stay!  
 



How Impactful Is Socialization? 

 

 

 Less role ambiguity  

 Fewer stress symptoms 

 Greater job satisfaction 

 Increased organizational commitment  

 Organizational identification 

 More engagement 

 More performance-based pay increases 

 High performance evaluation ratings 

 

 

 Feelings of acceptance 

 Greater productivity  

 Reduced intentions to quit 

 Greater organizational commitment 

 Stronger organizational identification  

 More likely to receive a promotion 

 Longer tenures 

 Reduced conflict 

 

 

 



Socialization  
 

Organizational socialization 
has a ubiquitous impact on 
new employee adjustment.  



Onboarding 

Onboarding is the process that focuses on acclimating 
employees both functionally and socially.  



Bridge  
 

Onboarding bridges the potential 
of a new employee’s talent with 
the opportunity to actualize it 
(Snell, 2006).  
 



Here’s  What  We  Know 

 New managers who were rapidly onboarded generated value faster than their 
counterparts who only participated in traditional orientation training.  

 An effective onboarding process has a potential return on investment (ROI) in 
the following areas: shorter curve to full productivity, increased employee 
engagement, reduced turnover increased efficiency, and higher retention rates.  
 



Here’s  What  We  Know 

 Onboarding improved time to full productivity, created confidence in new 
employees to introduce their ideas and motivated them to stay with the 
organization and build long- term careers.  

 Effective onboarding maximizes new employees’ productivity in core functions, 
and increases the probability of employees adapting to the organization’s 
culture and modeling the values of the organization.  

 Employing a socialization component develops and fosters relationships, which 
encourages longer tenure and positions employees for enduring success.   
 



Here is What We Also Know 

The cost of inadequate onboarding of employees is: 

 Increased turnover 

 Reduced engagement 

 Less respect for the management team 

 Mitigated respect for the organization 

 Diminished pride in the company 
 

All of which potentially compromises the reputation of the organization and 
its brand. 



Onboarding Vs. Orientation  
A new hire orientation 

should address: 
 New employee fears and anxieties 

 General policies and procedures  

 Job descriptions, tasks, and      
expectations 

 Organizational values / operating 
principles  

 

Onboarding accomplishes 
the following: 

 Integrates new employees into their 
company’s  culture   

 Socializes them as part of the team 

 Informs  them  of  “who”  they  need  to  
know in their company (orientation often 
covers  the  “what”) 

 Expedites the learning curve to full 
productivity  



Develop an Effective 
Onboarding Program 

 “Who” employees need 
to know 

 Cultivating relations  

 Acclimating into the 
company’s culture 

 





Well Designed Program 



www.OnboardingTheBook.com 
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