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About this DataNow® Snapshot

DataNow® Snapshots provide highlights of Brandon Hall Group research and illustrate how the data can be filtered by organization
size, revenue, corporate performance, and more, using DataNow®, Brandon Hall Group’s proprietary HCM research tool. This Snapshot
features data from the 2018 Impact of Strategic Onboarding Study.

2018 Impact of Strategic Onboarding Study

Brandon Hall Group’s 2018 Impact of Strategic Onboarding Survey addresses the impact of organizations’ current onboarding practices
on new-hire talent metrics and business metrics, such as productivity. It also provides an in-depth understanding of the role of the
C-Suite in supporting onboarding, and learning and assimilation during the onboarding period.

Highlights from this survey include:

e Two in five (40%) currently use a dedicated onboarding technology solution and another 18% plan to acquire one in the next 12
months.

e Onboarding maturity level (use of technology, effective practices, links to learning) positively impacts new-hire talent metrics. For
instance, those organizations with Level 3 and 4 maturity level (top two levels) are 80% more likely to see improvement in new-hire
engagement than those at levels 1 and 2 (bottom two levels), (54% vs. 30%).

e Only about one-third of organizations (31%) report that their C-Suite (executive leaders) extensively supports onboarding through
collaboration, participation, promotion and investment. Organizations receiving extensive leadership support see substantial
improvements in new-hire engagement, retention, referrals and time-to-proficiency.

The data comes from a survey of HR, talent-acquisition, learning, talent-management, technology professionals and business leaders
conducted August through the end of September 2018. There were 581 usable responses. The sample represents organizations
headquartered in 33 different countries across at least 36 industries. The most-represented industries in the technology survey were:
Healthcare, Manufacturing, Government, Education, Technology and Software, and Banking.

DataNow™ provides full and unedited responses to most of the survey questions comprising the quantitative study. Question responses
can be filtered by company size, revenue and geography. Data is also segmented for some major industry groups. For more information
or assistance, please contact us at success@brandonhall.com.

For more information on DataNow® and how to subscribe, visit
http://datanow.brandonhall.com/
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Demographics - 2018 Impact of Strategic Onboarding Study

58 1 Total Responses

Countries

US/Canada
EMEA
APAC

Caribbean/South America

FO Industries

Top 5: Healthcare, Education,
Banking/Finance, Government,
Manufacturing
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21%
Less than 500
employees

42%

29%

10%
9%
8%
2%

Small, Mid-Size, and
Large Organizations

- =]

44%
501-4,999
employees

=

35%
5,000+
employees

HR/Talent/Talent-Acquisition Leader/Professional

Learning/Leadership-Development Professional
Executive/Senior Leadership

Non-HR Professional or Individual Contributor
Business-Unit Operations Manager Role

Technical/Production Business Role




Definitions -
2018 Impact of
Strategic Onboarding Study

*Small Organizations: Under 500 employees
**Mid-Size Organizations: 500 - 4,999 employees
***Large Organizations: 5,000+ employees
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Research Highlight

These research results, downloaded from DataNow®, are
available online and can be filtered by organization size,

revenue, industry segment, and geography. Some filtered
results are shown in the following slides.

To see more, contact us at

success@brandonhall.com
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Questions - 2018 Impact of Strategic Onboarding Study

e  Which statement best describes your organization’s current new-hire onboarding process?

e Compared to previous years, how have your past-year new hires performed with respect to these metrics?

e Which metrics do you consider most important for measuring the effectiveness of your onboarding process?
e Which of the following choices would you like to improve in your onboarding process?

e How ready is your organization to address the following onboarding improvements?

e To what extent do executives or C-Suite leaders at your organization support the onboarding program?

e Please indicate the status of the following learning and development approaches used during onboarding.
e Which types of content are used to help assimilate and train new hires during onboarding?

¢ Please indicate the status of the following assimilation and engagement practices/activities.

e When does your organization gather feedback on the onboarding process and their engagement levels via new hire
surveys during their first year of employment?

e Are your current onboarding practices customized for each of these employee segments?

e What are the barriers to improving your organization’s onboarding program?

e How involved are the following roles in the onboarding process?

¢ To what extent are onboarding practices used to manage/support employees transitioning to new roles, situations?
e Does your organization have a dedicated onboarding technology solution?

e Which systems are, or will be, integrated with your organization’s onboarding technology solution?

e Which functionalities/features do you consider to be most important to have in an onboarding technology solution?
e What has been your new hires’ voluntary attrition level during the past 12 months?

The data from the questions highlighted in green are featured on the following pages. Each Brandon Hall Group research study
contains a standard set of demographic questions used to filter and segment data. For more information on how to access this entire
study, e-mail success@brandonhall.com.
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Description of Your Organization’s Current New-Hire Onboarding Process

Laggi ng Small Organizations* 31%

o Mid-Size Organizations** 13%
Onboarding is mostly done

on an ad hoc basis; there is a
lack of process and supporting
technology or tools; there

is little or no investment in
onboarding resources.

Large Organizations*** 14%

Descriptors for the data segments can be found on page 4.
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Description of Your Organization’s Current New-Hire Onboarding Process

Emerging

Small Organizations* 35%

We are currently developing a
formal onboarding process; intend Mid-Size Organizations** 38%
to acquire dedicated onboarding
technology solution in the near
future; current onboarding
practices are primarily related to
document/task management and
equipment provisioning; some
measurement of the effectiveness
of onboarding.

Large Organizations™*** 37%

Descriptors for the data segments can be found on page 4.
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Description of Your Organization’s Current New-Hire Onboarding Process

with talent-management strategies; Large Organizations*** 36%
a dedicated onboarding technology
solution is used; consistently
measure effectiveness of onboarding
through surveys, retention, first-
year performance (quality hires);
attention is paid to new-hire
engagement and assimilation.

We have a formal onboarding
process that is aligned with Mid-Size Organizations**
organizational goals and integrates

Descriptors for the data segments can be found on page 4.
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Description of Your Organization’s Current New-Hire Onboarding Process

Leading

Small Organizations*
Onboarding is strategic and fully linked

with development and learning; has a Mid-Size Organizations**
fully dedicated onboarding technology

solution integrated with ATS and other Large Organizations***
systems like an LMS; assessments

are utilized within onboarding; high-

potentials are identified; engagement

and assimilation practices are fully

implemented; new hires are provided

with mentors; organization continuously

looks at how to improve practices.

Descriptors for the data segments can be found on page 4.
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Top 5 Elements of Onboarding that Need Improvement

Large Organizations***

New-hire experience

Time to proficiency/productivity 46%

Assimilation into culture 45%

Collaboration (mentors, peers, managers) 41%

Measurement of engagement levels 38%
periodically through first year of employment

Descriptors for the data segments can be found on page 4.

© 2018 Brandon Hall Group. Not Licensed for Distribution.




Top 5 Elements of Onboarding that Need Improvement

Mid-Size Organizations™*

Collaboration (mentors, peers, managers)

New-hire experience 44%

Measurement of engagement levels

v)
periodically through first year of employment ——

Assimilation into culture 40%

Employee goal-setting 33%

Descriptors for the data segments can be found on page 4.
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Top 5 Elements of Onboarding that Need Improvement

Small Organizations*

New-hire experience

Collaboration (mentors, peers, managers)

Measurement of engagement levels
periodically through first year of employment

Training
Assimilation into culture
Pre-boarding (introduction of organization,

possibly including some administrative
paperwork, before first day of work)

Descriptors for the data segments can be found on page 4.
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51%

44%

43%

43%

38%

36%




Readiness to Address Onboarding Improvements

Large Organizations***

Within6 | 6-12 1-2 More than | No
months months | years | 2 vyears improvement
needed
Assimilation practices 25% 30% 27% 9% 9%
Training (learning and development practices) 32% 31% 21% 5% 11%
Purchasing onboarding technology for the first time 16% 16% 17% 28% 24%
Replacing/upgrading onboarding technology 17% 18% 19% 24% 20%

Descriptors for the data segments can be found on page 4.
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Readiness to Address Onboarding Improvements

Mid-Size Organizations™*

Within6 | 6-12 1-2 More than | No
months months | years | 2 vyears improvement
needed
Assimilation practices 23% 32% 23% 15% 7%
Training (learning and development practices) 30% 29% 21% 9% 11%
Purchasing onboarding technology for the first time 11% 15% 25% 29% 20%
Replacing/upgrading onboarding technology 9% 19% 27% 29% 16%

Descriptors for the data segments can be found on page 4.
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Readiness to Address Onboarding Improvements

Small Organizations*

Within 6 | 6-12 1-2 More than No
months months | years | 2 years improvement
needed

Assimilation practices
Training (learning and development practices)
Purchasing onboarding technology for the first time

Replacing/upgrading onboarding technology

Descriptors for the data segments can be found on page 4.

© 2018 Brandon Hall Group. Not Licensed for Distribution.




Use of Learning & Development Approaches During Onboarding

Large Organizations***

Currently use @ Plan to implement within one year
Experiential learning (on-the-job)
Formal in-person ILT 12%

Coaching/mentoring
Goal-setting
Assessments
Competency models (for guiding new hires
about job attributes)

Simulations 16%

Gamification/gaming (such as awarding

badges, prizes, contests)

Descriptors for the data segments can be found on page 4.
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Use of Learning & Development Approaches During Onboarding

Mid-Size Organizations™*

Currently use @ Plan to implement within one year

Experiential learning (on-the-job)
Formal in-person ILT

Coaching/mentoring 33%

37%

Assessments

Competency models (for guiding new hires
about job attributes)

Gamification/gaming (such as awarding
. 0
badges, prizes, contests)

Descriptors for the data segments can be found on page 4.
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Use of Learning & Development Approaches During Onboarding

Small Organizations*

Currently use @ Plan to implement within one year

Experiential learning (on-the-job)

Coaching/mentoring
Formal in-person ILT
Assessments
Competency models (for guiding new hires 0
about job attributes) 41%
Gamification/gaming (such as awarding
badges, prizes, contests)

Simulations

Descriptors for the data segments can be found on page 4.
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Top 5 Barriers to Improving Your Onboarding Program

Large Organizations***

Too many other priorities Budget Change management

28%

Lack of hiring manager/ Dispersed workforce
supervisor support/participation

Descriptors for the data segments can be found on page 4.
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Top 5 Barriers to Improving Your Onboarding Program

Mid-Size Organizations™*

60%

Too many other priorities Budget Change management

Lack of technology Lack of executive Lack of hiring manager/
sponsorship/buy-in supervisor support/

participation

Descriptors for the data segments can be found on page 4.
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Top 5 Barriers to Improving Your Onboarding Program

Small Organizations*

Budget Too many other priorities Change management

Lack of executive Dispersed workforce
sponsorship/buy-in

Descriptors for the data segments can be found on page 4.
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Evaluation of Business
and Talent Landscape

We study current
trends to hypothesize
about how they might
influence future events
and what effect those
events is likely to have
on your business. We
then prepare a project
outline and circulate to

executives and
practitioners in the
particular field for
feedback and insights
before our research
survey is developed.

PHASE

02

Quantitative Surveys
and Qualitative
Interviews

To test our hypothesis,
we gather empirical
insights through formal
and informal surveys. To
check assumptions
generated from surveys
and to add context to
the empirical survey
data, we talk to
Executives, Chief Human
Resources Officers, VPs
of Talent and other
business leaders as well
as HR, Learning and
Talent Leaders and
employees.

Scholarly Reviews and
Expert Resident Knowledge

We study and analyze
renowned academic
research comparing and
contrasting their findings to
our own and again engage in
rapid debate to ensure our
findings and analysis stand
the tests of business
usability. New perspectives
are shaped and added as
appropriate. Our
guantitative and qualitative
findings are also shared
within our internal research
community and rapidly
debated in peer review
sessions to test validity and
practicality.

Client-Centered Business Goals

Brandon Hall Group’s Research Methodology

PHASE

04

Market Testing and
Emergent Trends

We fortify and validate our
initial findings, leading
practices and high impact
processes within the analyst
environment, our own
Advisory Board and select
other clients and prospects
that offer fair assessment of
the practicality and usability
of our findings, practices,
and processes. After
studying and analyzing all
collected data, we see and
document patterns
emerging within
high-performing companies.
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Analytics-Based Reports
and Tools Publication

After verifying our
position internally, in
alignment with scholarly
research, and the market
and completing rigorous
peer reviews, our
findings, leading
practices and high
impact processes are
documented and
published, made
available to our
members, in the form of
reports, tools and online
searchable databases.




About Brandon Hall Group

Brandon Hall Group is a HCM research and advisory services firm that provides insights around
key performance areas, including Learning and Development, Talent Management, Leadership
Development, Talent Acquisition, and HR/Workforce Management.

With more than 10,000 clients globally and almost 25 years of delivering world-class research
and advisory services, Brandon Hall Group is focused on developing research that drives
performance in emerging and large organizations, and provides strategic insights for executives
and practitioners responsible for growth and business results.

Our vision: To inspire a better workplace experience.

Our mission: Empower excellence in organizations around the world through our research and
tools each and every day.

Contact us at success@brandonhall.com
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Our Services
GET HELP TO DRIVE RESULTS FOR YOUR TALENT

In today’s volatile and global business climate, managing talent for high-performance plays an increasingly crucial role in an organization’s growth and
future success. Effective talent management is a top priority in organizations everywhere because, while organizations recognize the need to obtain
and retain people with the very best skills, they continue to struggle to implement effective strategies to do so. HR and Learning professionals need to
be able to successfully define organizational talents needs and skills, identify talent strengths and career goals, and align organizational needs to indi-
vidual needs. Rethink your strategy, validate your assumptions, transform your business, and optimize your time with the use of reliable data, tools,
and guidance.

PLAN ATTRACT DEVELOP PERFORM RETAIN OPTIMIZE

GET HELP WITH YOUR HR SERVICES MANAGEMENT & DELIVERY

As described in the employee lifecycle, processes are linked to employee transactional processes (e.g., compensation, benefits, compliance, contingent
workforce management, etc.) via workforce planning and analytics.

* Policies/Process/Procedure ¢ Contingent Workforce Management

* Payroll ¢ Compliance

* Expense Management ¢ Time & Labor Management

¢ Benefits & Compensation

GET CONSULTING HELP WITH...

e Strategy and Planning ¢ Measurement & Analytics ¢ Organizational Structure

 Governance & Business Alignment e Program Design & Deployment e Measurement & Analytics

¢ Technology Selection, Manage- e Change Management

* Executive Management .
ment & Integration

¢ Team Development e Budgeting & Forecasting
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Contact Us

success@brandonhall.com

(561) 306-3576

Participate in our Open Surveys here
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