KEpIBHUKIB PI3HUX PIBHIB, HEOOXITHICTh OCBOEHHS MpAallIBHUKAMH HOBUX MOCAJOBHUX
GbyHKIIIH, cyMilieHHs poOiIT Ta 1H.

Jlo TO3WTMBHUX MOMEHTIB MOXKHa BIJIHECTH 3JaM COIlaJbHOI 1HEpIIii
nepcoHaity, 3MiHa GopMadbHUX 1 HehOpPMaAIbHUX BIAHOCHUH BCEPEIHMHI KOJEKTHBY.
[Is oOcraBuHa [J03BOJSIE MPOBECTH ONTUMIZAIIO MPOEKTYBaHHS TPYAOBHX
KOJIEKTUBIB, C(hOPMYBaTH KOMaHJW, B SKMX MOTEHINAa] KOXKHOT'O TMpalliBHUKA Oyje
BUKOPHUCTOBYBATHUCS HAMOUIBII MPOAYKTHUBHO. SIKICHHIM miAOip KOMaH[ J103BOJIUTH
ICTOTHO MOJIMIIATH MOPATbHO- TICUXOJIOTIYHUI KJTIMAT B MalTUX rpynax i MiJBUIIUTH
e(EeKTUBHICTh iX AISUTBHOCTI. 3 1HIIOTO OOKY, B HOBOMY COILaJbHOMY OTOYEHHI Y
IpaliBHUKA MIBUALIE BiIOYBAETHCS 3JIaM CTapUX CTEPEOTHUINIB TPYIOBOi MOBEIIHKH,
Jeriie MpOTIKae TEepeopieHTalliss Ha IHHOBAIliiHI 3MiHM B opradizamii. bymo 0
KOPUCHUM OpPraHi30BYBaTH B PI3HUX (OpMax HaBYaHHSA JII BChOIO IEPCOHATY.
BaxynBo po3yMiTH, 10 CTYyMiHb €()EKTUBHOCTI afanTallli 3aJeKUTh HE TUIBKU Bij
TOTO HACKUIBKM YCIIIIHO OBOJIOAUIM TMPAIIBHUKM HOBUMHU POOOUYHMH MICIISIMH,
HOBUMHU (YHKIISIMH, @ ¥ HAcKUIbKA J00pe BOHU OPIEHTYIOTHCA B 3MIHEHOMY
COITIAJIbHOMY CEPEIOBHIILII.

ONBOARDING EMPLOYEES

Hanna Maksymiuk, Assistant lecturer
Kharkiv National Automobile and Highway University

Onboarding is the process of helping new hires adjust to social and performance
aspects of their new jobs quickly and smoothly [1]. Experts of Aberdeen Group
distinguish strategic and tactical onboarding. Strategic onboarding is a formalized
approach to bringing new hires into the company. Such process requires support from
all parties involved, from the new hires themselves, to HR, hiring managers, and
coworkers. Comparatively, tactical onboarding consists of the more traditional
activities associated with the process, such as new hire orientation or forms
management [2].

Effective onboarding program can improve:

- Employee retention — the percentage of hires that stay with the organization;

- Time to productivity — the percentage of new employees that meet their first
performance on time;

- Manager satisfaction — the year-over-year change in hiring manager
satisfaction with the employees that have come into the firm [3].

- For employees, long-term outcomes of good onboarding include job
satisfaction and organizational commitment [4].

- Onboarding has four distinct levels, the Four C’s [1]:

- Compliance is the lowest level and includes teaching employees basic legal
and policy-related rules and regulations. Refers to the all the paperwork and
administrative tasks involved in getting new employees onboard. This can range from
direct deposit or other benefits documentation to getting an email account or login
info for the various company tools they will need for their job.
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- Clarification refers to ensuring that employees understand their new jobs and
all related expectations. This means that performance and responsibilities are clear
for not only the new hire, but also for his/her manager and team members.

- Culture is a broad category that includes providing employees with a sense of
organizational norms— both formal and informal. Refers the spoken and unspoken
“rules of the game” at an organization, how employees navigate and successfully
achieve their work at a company.

- Connection refers to the vital interpersonal relationships and information
networks that new employees must establish. Integration into the team and the
company’s mission, making new hires feel as “a part of the family”.

Let’s highlight important features of successful onboarding programs:

Investment — companies invest their time and money in developing strategic
onboarding programs. Successful onboarding pays for itself.

Early beginning — successful onboarding should start before the first working
day of a newcomer. According to Aberdeen Group 83 % of the highest-performing
organizations began onboarding before the new hire’s first day [3].

Memorable first day — lunch with the CEO or presenting a bottle of wine — make
new comers feel themselves welcomed. Nearly 4 % of employees leave a new job
after a disastrous first day [1].

Structured schedule for first days — new hire should know exactly what to do
and not wonder what is next. Employees in a well-structured onboarding program are
69 % more likely to remain at the company after three years [1].

Buddy — assigning newcomer with a buddy or mentor makes it easier to gain
familiarity with the company's everyday life. 56 % of new hires say having a buddy
or mentor is important to them when starting a new job [5]

Corporate culture — communicate values, mission and corporate culture as a
whole for new recruits.

Well-planned onboarding relieves potential anxieties of newcomers and give
them tools they need to enter the company feeling confident, inspired and fully
prepared to meet the first milestones.
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AHAJII3 PYXY TPAHIBHUKIB Y COEPI TPAHCIIOPTY

Maxcumiox I'M., acucmenm
Xapxiscokuii HaAYIOHATLHUL A8MOMOOLILHO-00PONCHIU YHIgepcumem

[lepconan miAnpueMcTBa € OJHUM 3 HAMBaXJIMBIIIMX HOro pecypcis.
30epexeHHs, PO3BUTOK Ta 3a0XOUCHHSI MEPCOHANy € BAXKIMBUMH 3ajJadyaMy IS
KEpIBHUIITBA Ta KAJPOBOi CIYKOU TPAHCIIOPTHUX IMIITPUEMCTB.

binbiicte HayKOBIIB PEKOMEHIYIOTH MPOBOJIUTH aHANI3 PyXy IMpalliBHUKIB
MIMPUEMCTBA 32 JIOTOMOTOI0 KOe(DIIieHTIB 000pOTY KaJpiB 3 MPUHOMY Ta 000pOTY
KaJIpiB 31 3BUIBHCHHS.

KoeditienT 060poTy KaapiB 3 MpuitoMy po3paxoByeThes 3a popmyioro (1):

KineKicTE NPHUHHATHX pOOITHHKIE
Kom = _ — : — =+ 100%
Cepensb0o00/IIKOBA KIIBKICTE POOITHHKIE (1)

B cBoto yepry, koedimieHT 000pOTY KaapiB 31 3BUILHEHHS PO3PAaXOBYETHCA 32
dbopmyoro (2):

KinbKICTE 2BUIBHEHHX PODITHHKIE
Koz = _ — _ —=100%
CepeaHBO00OMIKORA KINBKICTE pODITHHUKIE (2)

3rizHo 3 gaHuMu JlepKaBHOT CITyKOHM CTaTUCTUKU YKpaiHu, CEpeIHbOOOIKOBA
KUIBKICTh TITATHUX TMPAIliBHUKIB, 3aMHITUX B cepl TPAHCIOPTY, a TAKOXK KUTHKICThH
NPUIHATUX Ta BUOYBITUX MpalliBHUKIB, HaBeaeHa y Tab. 1.

Tabmn 1
IHoxka3zHukH, 0 MOKA3YKOTh KUIBKICTH NPALiBHUKIB y cdepi TpaHCHIOPTY
(oci0)
IToxa3sHukmn 2014 pix 2015 pix 2016 pik
CCpCIlHLOO6JIlKOB?. KUTBKICTh 288 000 267 000 282 000
IOTaTHUX ITPAI[IBHHUKIB
[pwuitasTo 64 000 68 000 78 000
Bubyno 82 000 82 000 79 000

Jxepeno: [1]
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