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			Overview
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			The way that businesses take on, train, and ensure that staff are able to effectively function in a new work environment is known as onboarding. However, in recent years, onboarding has undergone tremendous changes. The most significant of these changes is the increased digitization of onboarding processes, which has taken form in a process known as virtual onboarding. This new form of onboarding presents many opportunities and challenges for business today, and in the future. 

			However, to properly understand what virtual onboarding is, and how it really impacts businesses today, there are many concepts which first must be understood. As such, the following research will provide a framework of understanding as to what onboarding is, the critical functions of onboarding, and how onboarding has changed throughout history and today—to provide a complete understanding of what this virtual onboarding is. 

			Following this, the research will provide a comprehensive analysis of virtual onboarding. The objectives and outcomes, the fundamentals, the approaches, best practices, and other critical areas of knowledge will be presented. Collectively, this research will provide information that can be used in business to gain a better understanding as to what virtual onboarding is, how it can be used, and what benefits it will create for business in the future. 
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1 

			Processes and functions 
of onboarding
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			What is onboarding?

			When hiring new employees, it’s important that they are trained so that they are able to excel in their role, and provide value to the company. However, there are several steps involved in training, that most people believe simply include the interview, orientation, and on-the-job (OTJ) training. The interview (albeit fairly self-explanatory) is just the process of interviewing potential new hires, and selecting on for the job. Orientation can be thought of as a one-time event that simply acquaints a new hire with the company, the people who work there, and their team. OTJ training is the day-to-day learning that a new hire will undergo in their specific role (typically overseen by their supervisor) that involves them learning the systems and technical responsibilities of their role.

			However, there is a term that is commonly used in Human Resources (HR) that refers to all of these processes (and more) put together. It involves interviewing, selecting, grooming, training, and orienting a new employee to a new position and company, and is a critical aspect of human resources and hiring in any organization. This process is known as onboarding. Onboarding has many other names like “the hiring process”, “organizational socialization”, and “training”.

			What makes onboarding unique is that instead of just referring to a single process (such as the examples above), onboarding is a series of multiple processes and frameworks that not only helps employees get acquainted with their new roles and responsibilities; but it also helps them understand the company, the culture, rules and regulations, and various other aspects of the company that will let them succeed in their role. 

			Typically, onboarding includes critical processes such as: 

			
					Job offers and negotiations, 

					new hire paperwork, 

					culture and policy training, 

					employee handbook training, 

					rules and regulations training, 

					benefits paperwork and education, 

					on-site and remote tours, 

					team and staff introductions, 

					executive introductions, 

					establishing computing and IT access, 

					establishing an office, 

					expense training, 

					establishing administrative information (who to go to with questions), 

					and understanding preliminary role-specific duties (prior to OTJ training).

			

			Simply put, onboarding is a critical series of processes with the goal of familiarizing a new hire with a company, and the people within it. Some of the most essential functions of onboarding are not only to get the administrative (computer setup, offices, etc.) and introductions out of the way; but to help a new employee familiarize themselves with the culture of a company, and the people within it. Nevertheless, to understand onboarding fully, the following section will discuss a brief history of onboarding, and it’s role throughout the history of business. 

			History of onboarding

			It is important to understand the history—and historical models—of onboarding and socialization, because many of these same functions and processes are the same today. From the way that recruitment occurs, to the way that companies will make sure the employees are a good fit for the culture (and vice-versa) all applies to business today. 

			Onboarding is something that has most recently been identified to have been named only back in 1970s, and is a form of corporate jargon that was typically used to capture the idea of hiring and training people. However, during this time when it was first introduced to business, it was commonly known as “socialization” and just involved familiarizing new employees with a business. Additionally, some sources illustrated that this form of socialization referred to the “mechanisms through which new employees would acquire the necessary knowledge, skills, and behaviors in order to become effective organizational members and insiders”.

			This word—‘insiders’—is a common word associated with onboarding throughout its history, and in the early years of onboarding in business. This is simply because of the fact that businesses—prior to recent years, and prior to the globalization of business—viewed employment and ‘belonging’ to a business as being an ‘insider’ to the business and being privy to all of the knowledge that would allow someone to succeed in the business. In other words, onboarding was seen as a way to introduce and bring someone into a business, and to make that person a part of the culture and business itself. This was a way of having all people within a business support one another—even if they did not know each other directly. It gave people a sense of identity, like they belonged to something. This not only created commitment among employees, but (at the time) it often helped businesses succeed and reach greater levels of organizational commitment and efficiency.

			Many academic articles and early sources that discuss that the very first onboarding frameworks and models illustrate that there are three key activities involved in onboarding, which include: employee and organizational identification, adjustments, and outcomes. However, the first of these stages (identification), as discussed by various authors, has three sub-components. These three components include the following:

			
					
Identifying new employee characteristics. Involving seeing what characteristics an employee possesses, so that a socialization process can be built around their needs.


					
Identifying new employee behaviors. This is identifying behaviors, which is important to understand how active and engaged employees will be in the socialization process (also how easy it will be). 


					
Identifying organizational efforts. The ways that employees are trained and oriented, and the socialization tactics used. 


			

			The goal of these identification processes is to not on see whether or not an employee is a good fit for the company (by understanding their personal characteristics and behaviors—and how these match with the company itself); but it also includes identifying the proper socialization tactics, orientation methods, and different people and processes that will best serve to onboard new employees. Within each of these identification phases, however, there are additional actions that the organization and HR departments must take while onboarding new employees. Nevertheless, the following table illustrates the various components of socialization that has been depicted in early models of employee onboarding:

			
				
					
					
					
				
				
					
							
							Phase

						
							
							Action

						
							
							Description

						
					

					
							
							Characteristics

						
							
							Personality

						
							
							Identifying an employee’s personality helps build an onboarding program that better adjusts a person to an organization more quickly. Seeking out proactive individuals during the onboarding process helps organizations get easier onboarding done.

						
					

					
							
							Extraversion

						
							
							Extraversion helps employees merge into a corporate culture faster than inversion. Companies can identify extraversion as a key part of their onboarding model. 

						
					

					
							
							Openness

						
							
							Employees with greater openness often leads to employees with greater training proficiency. 

						
					

					
							
							Tenure

						
							
							Experienced employees often go through a much different onboarding process than new employees. Onboarding is often less rigorous for experienced employees, as they can use previous insights to help themselves adjust, and it is often more self-directed. 

						
					

					
							
							Behaviors

						
							
							Information seeking

						
							
							Identifying whether an employee has an information-seeking behavior will help them adjust. It often means they will ask relevant questions, and passively find out information to help themselves adjust. Identifying this makes onboarding much easier. 

						
					

					
							
							Feedback seeking

						
							
							Feedback seeking helps employees gauge their performance and understanding of a new role or job. By actively seeking feedback, new employees learn behaviors, norms, and culture much faster during the onboarding process.

						
					

					
							
							Relationship building

						
							
							Employees that demonstrate their own ability to network is important for socialization. It means that they will much more effectively be able to merge with the corporate culture, and be an effective insider. 

						
					

					
							
							Org. Efforts

						
							
							Socialization tactics

						
							
							This refers to the tactics and methods used to socialize new employees. Organizations may employ a “sink-or-swim” approach, or be highly structured. This is discussed further below.

						
					

					
							
							Formal orientations

						
							
							Regardless of tactics, this discusses whether or not an organization will use formal or informal orientations for new employees. Describes the length, type, formality, and tone of the orientation. 

						
					

					
							
							Recruitment previews

						
							
							Recruiting events play a large part in employee socialization. It gives organizations a chance to see employees out of the work place, to make a more personal connection. 

						
					

					
							
							Organizational insiders

						
							
							Insiders or other connections help improve the socialization of employees. Identifying insiders helps the socialization and onboarding process. 

						
					

				
			

			Figure 1: Traditional functions of organizational socialization, identification phase

			The importance of this historical model of socialization (onboarding) is that many of the very same functions and processes still carry forward in business today—albeit with different names and terminology. 

			Nevertheless, the final two components of the socialization process (adjustments and outcomes), include the information in the following table:

			
				
					
					
					
				
				
					
							
							Phase

						
							
							Action

						
							
							Description

						
					

					
							
							Adjustment

						
							
							Role clarity

						
							
							However clear a role is, is a good indication of how effective onboarding and socialization is. If a role is unclear, better socialization and training is needed.
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