Chapter 7
Onboarding: The process of integrating and acculturating new employees into the organization and providing them with the tools, resources, and knowledge to become successful and productive. 
Strategic processes of onboarding include: Orientation, socialization, and training and development activities. The onboarding starts with the employment offer and lasts throughout the employee’s first year.
Purpose of onboarding is to help new employees feel welcome, introduce them to peers, understand the culture and skills needed. Onboarding is meant to deliver business results, increase employee engagement, and reduces time the new hire needs to get up to speed with new job.
Orientation: Programs that familiarize new employees with their roles, the organization, its policies, and other employees.
Startup costs:  The additional costs associated with a new employee because the new employee is typically less efficient than an experienced worker; the new worker also needs additional supervisory time.
Orientation serves several purposes: reduce employee turnover, reduce errors and save time, reduce employee anxiety, attain faster job performance, develop clear job and organizational expectations, etc.
3 Topics covered in employee orientation: organizational issues, HR related topics, and role expectations and performance.
Socialization: The process by which people adapt to an organization through learning to understand and accept the values, norms, and beliefs held by others in the organization.
Training and development
Training: short term, focuses on current job, done individually. Examples include programmed instruction, role plays, job shadowing, simulation, and self-study. Although training serves as short term, the benefits of training extend throughout a person’s career and help develop that person for future responsibilities. 
Development: mid to long term, future roles and responsibilities, done in groups/organization. Examples include coaching, counseling, mentoring, conferences, case study, simulations, job rotations.
HRD (Human Resource Development): A part of HRM that integrates the use of training and employee and career development efforts to improve individual, group, and organizational effectiveness.
Learning organization: An organization that has an enhanced capacity to learn, adapt, and change
Knowledge Management: The ability to utilize people’s knowledge, that is, information stored in employees’ heads.
The Training System
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Needs Assessment: A diagnosis that presents problems and future challenges that can be met through training or development. Must consider each person. The success of the remaining steps in the training system depends on an accurate assessment. 
Training Objectives: An evaluation of training needs results in training objectives. 3 things objectives should state: desired behavior, conditions under which it is to occur, and acceptable performance criteria. 
Learning Principles: Guidelines to the ways in which people learn most effectively. The learning principles are participation, repetition, relevance, transference, and feedback. Transference- application to job situations. 
Training Techniques
On the job: examples include job rotation, apprenticeships, coaching
Off the job: lectures and videos, role playing, case study, simulation, etc.
Web-Based Learning/E-Learning
Delivery Systems:
Web/computer training- users interact with only one program
Web/electronic performance support- workers have access to databases and tools
Web/virtual synchronous- employees and trainers meet at a predetermined time
Web/virtual asynchronous- classroom on the internet
Strategic HRD (Human Resource Development)
· The identification of essential job skills and the management of employees’ learning in relation to corporate and business strategies
Steps to Create Employee Development Plans (EDP)
1. Assess employees’ needs
2. Link competencies and skills to business goals
3. Identify learning and development activities
4. Determine resources
5. Identify barriers
Development Strategies
· Cognitive
· Altering thoughts and ideas—increase knowledge and expertise
· Includes lectures, seminars, academic education
· Behavioural
· Change behaviour e.g. management style
· Includes role-playing, behaviour modelling, etc. 
· Environmental
· Strategies to change attitudes and values
· Provide the setting for employees to develop
· Includes job rotation, OD, learning organization 
Factors Affecting Career Choice
RIASEC Model
John Holland’s occupational type: realistic (farmer, dentist), investigative (economist, systems analyst), artistic (marketing, artist, designer), social (teacher, social worker), enterprising (entrepreneur), conventional (accountant, banker)
HR Departments and Career Management
· Encourages management commitment and support
· Devise communication plans through HR tools
· Align HR processes to facilitate career planning
· Use technology to support career planning efforts
Active career planning:
· Develops promotable employees
· Lowers turnover
· Taps employee potential
· Furthers employee growth
· Reduces hoarding
· Satisfies employee needs
· Assists organizations to meet legal requirements
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