
Onboarding 



What is Onboarding? 

Dictionary Definition 

on·board·ing 
/ˌänˈbôrdiNG/ 

noun 

the action or process of integrating a new employee into an 
organization or familiarizing a new customer or client with 
one's products or services. 

SHRM* Definition 

Employee onboarding, also known as new-employee 
orientation or assimilation, is the process by which an 
organization assimilates its new employees. 

 

*Society of Human Resources Management 
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The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 



Do you remember your first 

day on the job? 

Office Space Copyright © 1999 Twentieth Century Fox Film Corporation 

The use of this film clip constitutes ‘fair use’ as provided for in section 107 of the 

Copyright Law of the United States. 
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Onboarding v Orientation 

Onboarding is not Orientation. 

Orientation is the necessary task of completing paperwork and introducing the employee to its 

culture, mission, vision and values. It is typically conducted on the first day or week of 

employment and it is a one-time event. 

Onboarding is a series of events (including orientation) that helps the employee understand 

how to be successful in their day-to-day job and how their work contributes to the overall 

business. 
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The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 

Orientation Onboarding 

Focus Role in company Role in department 

Duration One-time event Sequence of events 

Setup Conference Room On-the-job 

Content Big Picture Individualized 

Outcome Ready for training Ready to contribute 



When onboarding is effective, it lays the foundation for 

long-term success for the employee and the employer.  

Candidates interview employers as much as you interview 

them. They want to find the best fit, want to know who is 

going to challenge them, how they are going to grow and 

what impact can they make on the organization. 

When employees feel they are learning and growing, doing 

something meaningful, and controlling how they work, they 

are less likely to leave. 

The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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Why do we need onboarding? 



Onboarding is Key… 
A 2015 SHRM article, Onboarding Key to Retaining, Engaging Talent sites 

the following studies: 

 A study by the Aberdeen Group of senior executives and HR staffing and 

recruiting functions found that 86 percent of respondents felt that a new 

hire’s decision to stay with a company long-term is made within the 

first six months of employment. 

 One-third of approximately 1,000 respondents to a February 2014 survey by 

BambooHR said they had quit a job within six months of starting it (16-

17% left between the first week and the third month). 

 Of those who left within the first six months 

 23% said “receiving clear guidelines to what my responsibilities were” 

would have helped them stay on the job.  

 21% said they wanted “more effective training,”  

 17% said “a friendly smile or helpful co-worker would have made all 

the difference,”  

 12% said they wanted to be “recognized for [their] unique 

contributions,”  

  9% percent said they wanted more attention from the “manager and 

co-workers.” 

 The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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… to Retention 

About one-third of the new hires who had quit said 

they’d had barely any onboarding or none at all, 

and 15% noted that lack of an effective onboarding 

process contributed to their decision to quit. 

 

The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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Developing an Onboarding 

Culture 
Before implementing a formal program, the management team 
should answer some key questions: 

 When will onboarding start? 

 How long will it last? 

 What impressions do you want new hires to walk away with 
at the end of their first day? 

 What do new employees need to know about the culture 
and work environment? 

 What role will the management team play? 

 What kind of goals do you want to set for new employees? 

 How will you gather feedback on the program and measure 
success? 

The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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Focus on Experience 
“You never get a second chance to make a good first 
impression” holds true for the customer and the new hire. 

The first step in the process is the orientation. The faster the 
new hire feels welcome and prepared, the faster they will be 
able to contribute to the success of the company. 

The experience holds four levels of onboarding1: 

 Compliance. learning about legal and policy-related issues 

 Clarification. understand their new role with expectations 

 Culture. Exposing new hires to the organizations values and 
norms. 

 Connection. Connecting new hires to personal relationships 
and information networks. 

Technology can streamline the process by eliminating the 
mountains of paperwork and showing the employee how to use 
the portal to find the information they need so they can absorb 
it in their own time.  

1Tayla Bauer, PH.D., author of Onboarding New Employees: Maximizing Success, part of the SHRM 
Foundation’s Effective Practice Guidelines Series. 

The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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Culture & Connection 

Technology should not replace the one-one-one interactions 

that will elevate the onboarding experience. 

Humans relate well to stories, share with new hires stories 

of the company’s history and big-picture vision shaped the 

culture and values and how the people that work there 

fulfill them. 

Focus on the new employee, listen to their story, find out 

who they are, what makes them tick and relate what you 

hear to the company’s story. 

 

The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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Support Career Development 
In the early stages of a Millennials career, they are focused 
on learning and growth. They want to know what’s expected 
of them and what they need to do to progress.  

A small Southern fast-food chain, Pal’s Sudden Service, has 
figured out their recipe for retention: 

While fast-food chains are notorious for high turnover rates and 
questionable customer service, the turnover rate for assistant 
managers at Pal's is 1.4 percent. And the company has only lost 
seven general managers in the 34 years that it has been in 
business.  

Pal's attributes this success to its commitment to continuous 
teaching, training and coaching. New employees (including part-
timers) receive 120 hours of training before they are allowed to 
work on their own. Every employee has to prove his or her 
competence in his or her role through a certification (and 
recertification) process. The experience generates loyal 
employees who, in turn, are instrumental in creating loyal 
customers.  

 
The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 
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https://www.inc.com/will-yakowicz/fast-food-company-has-less-turnover-than-you.html


Is it worth it? 

 69% of employees are more likely to stay with a company 

for three years if they experienced great onboarding. 

 New employees who went through a structured 

onboarding program were 58 percent more likely to be 

with the organization after three years. 

 Organizations with a standard onboarding process 

experience 50 percent greater new-hire productivity.2 

 

Successful onboarding is the result of different hiring functions 

working together in a coordinated effort. The process starts 

before the new employee arrives, and with the first 

interaction they will have with the company, recruiting. 
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The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 

https://www.clickboarding.com/the-3-best-ways-to-retain-job-hoppers/
https://www.clickboarding.com/the-3-best-ways-to-retain-job-hoppers/
https://www.clickboarding.com/the-3-best-ways-to-retain-job-hoppers/


Q & A 
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The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 



225 S Broadway Unit 9693 

Denver, CO 80209-1589 

 

(303) 733-3933 
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The above information is not intended to be or provide legal advice. Clients and 

prospective clients are urged to seek legal counsel from a competent attorney 

specializing in employment law or other law as applicable. 


