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How do we support new
employees?
- Anonymous

Onboarding (also called organizational
socialization) is “the process by which
newcomers make the transition from
being organizational outsiders to being
insiders”

~ Bauer et al., 2007
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Compliance | ;{

HR paperwork Chair Printer set-up
Identification Name plate Accounts/logins
card/badge Office supplies Parking

Keys Computer & Cell/desk phone
Office space other hardware

Clean desk Software

How can we best prepare the
workforce to expect what they will

experience in CWS?
- Kim, San Diego Health and Human Services




Clarification I

- Job announcement—clear description of role, duties, and
responsibilities in plain language

- Realistic job preview—representative depiction of duties,
challenges, rewards, and preparation

- Training preview—overview of content, structure, methods,
duration

Clarification I

. Policies and procedures are clearly written, well organized, and
easily accessible

- Supervisor Expectations
- What do | expect from you? What can you expect from me?
. General (e.g., communication, schedule, leave, work style)
. Specific (e.g., tasks, daily)




To pre-arrange for case consultation, my supervisor would like me to

If my supervisor is temporarily out of the office, | can contact him or her via
If my supervisor is not available and | need consultation, | should consult with

To further prepare for case consultation, my supervisor would also like me to
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Clarification I

. Evidence-based training practices
- Constructive feedback

- Ongoing coaching

Confidence I

* More specifically...Self-Efficacy
* People’s beliefs about their ability to accomplish
something specific, to succeed in a particular situation
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Development of Self-Efficacy

Physiological and Affective
Mastery Experiences

States

Our perceptions and \ / Performing a task successfully
interpretations of our own is the most effective means of
emotional and physical developing self-efficacy
reactions shape how we feel

about our personal abilities in

a particular situation \

Social Persuasion Social Modeling
Verbal encouragement Witnessing other people
from others that we similar to oneself successfully

have the skills and completing a task

capabilities necessary to
succeed ~ Bandura, 1986

Confidence |

Mastery Experiences
e Simulations and role plays in training
e Early on-the-job task assignments

Social Modeling
* Demonstrations by experienced workers or
trainers
e Job shadowing
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Confidence I

Social Persuasion
* Verbal encouragement from supervisor — you have
the skills and | have tools to support your success

e Teaming structures — coworkers available to
provide supports (e.g., CWTS position in LA)
Psychological Responses
* Learn how to interpret emotional and physical
reactions to the work (e.g., Resilience Alliance)

Connection

Support from existing employees is a strong predictor of positive
work outcomes among new employees (Saks et al., 2007)

The more connections employees have in the organization, the
more likely they are to have positive work outcomes (Jiang et al., 2012)
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Connection

* People need to feel like accepted
members of the organization
* Certain personality characteristics help
(e.g., proactive personality; extraversion)
* Organizations should foster connections
between new and experienced employees

Connection

Strategies:

* Use established organization members
to guide and nurture new employees

* Provide positive, consistent feedback on
new employees’ performance

* Create opportunities for informal social
interactions

* Job shadowing
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An Example from
the Eastern Band
of Cherokee
Indians Family
Safety Program

' = Children's
Bureau

Preparing for Shadowing

Family Safety workers who have shadowed an experienced social worker as part of their orientation for
their position have repeatedly spoken of its great value. To maximize your learning we offer the following
‘big picture’ questions to consider throughout your initial weeks with Family Safety.

+ What is the nature of the work of this agency?
+ What population does this team work with?
*= What are the roles, functions, and responsibilities of the staff?

» What is the structure of the team?

tradit ions
~NOIMS:
Gl :ec?auuns 5«{-4 \Q,

Beﬂ,'_‘,@d . é‘?‘ 0\\

se% %"—‘ B =
Pmoo -%"5??#‘%‘”-,-3“‘”
: -r CJH'H
bkt = '\9 tradltloné
what Stimportant s

what's important ... ounwritten rules

15



What’s Working?

4 Self- N 4 Employee

Assessment Feedback
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What’s Working?

Newcomer Socialization Questionnaire
Haueter et al., 2003

* | know the structure of the organization

* | understand the internal politics within this
organization

* | understand which job tasks and responsibilities
have priority

* | know when to inform my supervisor about my
work

Qe

-

Formal
Assessment

~
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What’s Working?

Organizational Socialization Questionnaire e Formal N\
Chao et al., 1994
Assessment
* | believe most of my coworkers like me
* | do not consider any of my coworkers as my —

friends (R)
* | believe | fit in well with my organization
* | support the goals of my organization

- /

QE L A QIC-WD aaiemrinsan,

Hall, M., & Paul, M. (2020, September 2). Umbrella summary: Organizational socialization.
Quality Improvement Center for Workforce Development. https://www.gic-wd.org/
umbrella/organizational-socialization


https://www.qic-wd.org/umbrella-summary/organizational-socialization
https://www.qic-wd.org/umbrella-summary/organizational-socialization
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