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Although engaging new hires may seem like a basic concept,
companies struggle to formalize the onboarding process and
create a meaningful strategy around their talent. This report,
based on data collected in March 2014 will provide a sneak peek
at Aberdeen’s annual onboarding data and highlight key
recommendations for transforming the new hire experience into
a positive one.
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Onboarding is typically a black and white issue. Regardless of
job title or industry, employees characterize their new hire
experience as either positive or negative. When onboarding goes
“right,” new hires feel engaged, motivated to perform, and eager
to contribute to overall business objectives. When onboarding
goes “wrong,” employees feel resentful and may even begin to
question their decision to join the organization.
The Start of Something Beautiful
Given the hype around onboarding, it is surprising that
organizations are still immature in their new hire efforts.
Although 64% of companies plan to increase their hiring over the
next 12 months, only 32% have a formal onboarding program in
place. One reason is that many organizations focus solely on
forms management and compliance, thereby neglecting
socialization and acculturation activities. Additionally, only 37%
(compared to 49% in 2013, and 61% in 2012) of companies
extend their programs beyond the first month (see Figure 1). For
many of these companies, onboarding is regressing rather than
advancing because organizations are shortening their programs.
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Figure 1: Timeframe for Extending Onboarding

Source: Aberdeen Group, March 2014

In order for engagement to become more than just an interesting
conversation piece, organizations need to better understand
what motivates and drive their new hires. They must figure out
not only what makes an employee leave in the first six months
but more importantly, what makes a new hire want to stay longterm. Aberdeen identified several reasons that individuals are
attracted to a company and excited to contribute to businessdriven goals, including: being challenged by their job, working
for a great place and the company culture.
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Figure 2: Drivers for a Positive New Hire Experience

Source: Aberdeen Group, March 2014

Walking the Walk
Aberdeen identified several recommendations to help
organizations mature in their onboarding efforts, and transform
basic orientation programs into strategic business initiatives.
 Empower Managers: Managers often lack the tools,
resources and insights needed to engage new hires.
Organizations must empower managers and provide
them with what they need to improve the new hire
experience. Currently, only 27% of organizations give
managers visibility into the status of the new hire.
 Communicate Core Values: Organizations must clearly
communicate their core values and mission statement to
new hires. Without an understanding of the culture of the
company, new hires will find it difficult to connect with
their new employer. According to Aberdeen’s 2013
employee engagement survey, only 32% of organizations
provide communication around the core values.
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 Integrate with Learning and Development: As
organizations extend their onboarding program, the
correlation between onboarding and learning is hard to
deny. Both of these processes share similar objectives,
including increased productivity. Aberdeen’s onboarding
research over the past few years found that leading
organizations link learning with onboarding more
seamlessly. Through this connection, these organizations
are better positioned to drive productivity and
organizational growth. By integrating onboarding with
learning, organizations enable new hires to begin
training, coaching and certification programs well in
advance, and in some cases, before day one.
 Measure the Effectiveness: Onboarding is one of the
most difficult areas of talent management to show the
Return on Investment (ROI). In fact, only 20% of
companies have metrics defined in advance. Since
onboarding is closely linked to talent acquisition and
talent management, it becomes difficult to determine if
key performance indicators such as retention,
engagement and time to productivity are associated with
initiatives such as performance management and
succession planning. One way organizations can
overcome this challenge is by developing new hire
engagement surveys (33%) and tracking the adoption of
tools such as new hire portals (28%).
 Connect with Peers: New hires feel most comfortable
when they connect, collaborate and network with peers.
Relationships with colleagues are a critical part of the
employee journey and the new hire experience.
Surprisingly, only 32% of organizations provide peer
networking opportunities for new hires such as a “buddy”
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system. These companies must think not only about
engaging new hires with managers, but also with
colleagues and team members.
Key Takeaways
By engaging new hires, organizations can transform their basic
orientation into a new hire strategy that drives business results.
Although most companies recognize the importance of engaging
new hires, few have the tools and insight to make it a reality. By
empowering managers, communicating core values, investing in
technology, and measuring results, organizations are able to
create a culture where engagement is no longer ignored, and the
new hire experience takes priority.
For more information on this or other research topics, please visit www.aberdeen.com.
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