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Today we will learn...

 Creative ways to provide information to new staff

* How to understand the difference between employee
orientation and onboarding

* Industry standards for strong onboarding programs that
drive employee engagement to get the work done



First Impressions are KEY!




Introduction

* Think of a time when you felt
like you were a part of a
group, like you belonged and
were valued for exactly who
you are?

e What was in place to help
you feel that way?

* Introduce yourself and
Share with the Table




What is Onboarding?

Onboarding: A strategic system in place to
decrease staff turnover and increase staff
engagement.

- Emily Bennington, SHRM

How we welcome new staff into our organization

The ways that we prepare them to excel at their jobs

How we ensure that all team members are valued and
feel that they have something to contribute to the
greater mission :
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Best Practices in Onboarding

 Employees understand the mission of the organization

 Employees know how they contribute to the mission and feel valued for
what they bring

e Expectations are clear and reviewed; Employees know what success looks
like

* Employees are connected to people

 Employees understand and know how to be successful within the culture of
the organization



Retention and Engagement Data

e Within six months of being hired nearly _ % of employees are already looking for a new job.
(Aberdeen Group)

e Employees are % more likely to be at the company three years later when they complete
a structured onboarding process. (The Wynhurst Group)

e Effective employee onboarding programs increase employee performance by upto  %.
(Recruiting Roundtable)

e Employees’ discretionary effort (willingness) increases by more than % when they are
onboarded effectively. (The Corporate Leadership Council) 8
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Distribution of Executive Branch Appointments by Age
Cohorts

H16to019 H20to29 m30to 39 m40to49 m50to 59 m60+




25

20

15

10

Voluntary Turnover by Age Group, Executive Branch
2012-2016

22.1 1.5 roe
. 19.9
18.7
16.6
2.5 2.6 2.6 2.5 L5 2.6

2012

2013 2014 2015 2016 5 YR AVG
M Llessthan30 m30-39 m40-49 m50-59 m60+

MMB, 2016
11



Labbor Force Participation Rates

Labor force participation rates in 1992, 2002, 2012,
and projected 2022, by age.
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Projected Growth, MN Labor Force

Annual Average, Ages 16+
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What we have |learned: Five elements drive engagement
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Workforce Challenges

* Baby boomers retiring at high rates in the next 10 years
e Labor shortage = less workers available

* Inclusivity in agency work cultures

* More mobile workforce

e State capacity around technology usage
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Organizational Culture

e \alues e Norms

e Behaviors e Systems

e Beliefs e Symbols

* Principals * Assumptions

* Management e Habits o g o 5
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Challenges to Building Inclusivity

 Culture change= Challenge seldom-questioned basic assumptions
(reassess and change value systems, beliefs, thinking, mindsets)

e Western Thinking= Dominant thinking style (good/bad, yes/no,
win/loose) no space for “in-between”

e Hierarchy and Individualism

e Barriers to teamwork

Source: Pless & Maak, 2004
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Generational Beliefs on Inclusivity
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Provide a Customized Experience

Resources...to support you

Relationships... to connect you

Readiness... to prepare you
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Components of an Effective Onboarding Process

23



Efficiency and Empathy

Job
Satisfaction

Belonging

Support
Development

Common
Goals

Connection
Belonging




The Four Cs of Onboarding

Compliance

+



Please don’'t onBORED me!

_ * HR is a strong partner
Connection

e Pre- first day and first day

Culture

 Make it exciting
Clarification

e Don’t stop here!

e Accessible documents, spaces
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What is my job anyway?

Connection * Review expectations

e Connect them to a purpose
Culture PUrp

.. e Provide them with training
Clarification

e Provide feedback on job
Compliance performance

27



What is it like to work here?

e What are the norms and
Connection values?

Culture e How do we solve problems?

* \Who makes decisions?

Clarification

e |s there chain of command to
Compliance follow?

* What “fun” activities happen?



Lesson’s from the field (Target)

https://corporate.target.com/about/purpose-beliefshttps://corporate.target.com/careers/culture
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https://corporate.target.com/careers/culture

Who are my coworkers?

Connection e Connect them to someone right
away
Culture e Introduce them to the team
e Celebrate with a lunch or morning
Clarification social

e Introduce them to leaders
* Try to keep the Negative Nellies
away!

Compliance
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Employee Empowerment in Onboarding

e http://humanresources.umn.edu/new-employees/what-expect

e http://welcome.mit.edu/
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State of MN- Recruiting Video
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Knowledge Transfer



Types of Knowledge

Explicit Knowledge

e Easier to Transfer

* Includes info that can be
captured in writing
e Standard Operating Procedures
e Laws, Policies, Procedures
e Timelines, Trainings

e Strategic Plans, Work Plans

Implicit Knowledge

e Harder to Transfer

e Subjective, derived from personal
experiences
* Includes the following:
e Decision-Making strategies
e Relationships, collaborations, connections
e Expert knowledge of a task

* Time is required for this to be successful
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Capturing knowledge

Explicit Knowledge Implicit Knowledge

* Trainings e Communities of Practice
* Process manuals * On the Job Training

e Standard Work e Job Shadowing

* Process Mapping * Job Rotation

* Timelines e Coaching and Mentoring

e Shared Drives
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Lessons From the Field

What are some challenging situations
someone could face in your role?

What are some possible mistakes
that a new person might make in the
role?

How can someone avoid or minimize
the damage of a mistake?

What are some lessons learned that
would be helpful to share with Workbook pages 9-11
someone new in your role?
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Evaluating Progress
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Monitor and Evaluate

How will you know if you are successful?

Entrance, stay and exit Interviews

Engagement surveys
» Performance
 Less Turnover- review your data

- If you ask them if they like their job what will they say?
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Thank You!

Emily Paoli Johnson

Emily.johnson@state.mn.us
651-259-3778
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