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All Aboard! Don’t neglect your new hires. 
Written by Kevin Morihira 

While snow in May may count as a sign of springtime in Alberta, a more reliable indicator is the arrival of 

new graduate hires, summer students and the ever-popular post-year-end bonus employer change. 

With all these changes come the reality and necessity of on-boarding new staff. 

No doubt all of you have been through it a few times. Some of you may even be expected to lead parts 

of it for your respective organizations or business units. Love it or hate it, this process must be respected 

and cannot be overlooked, as it is often the determining factor for whether or not someone is set up for 

success or failure. 

What I see now working with clients is that the on-boarding process is seen as a time waster, a 

necessary evil and a task people want to skim over as fast as possible. A typical conversation may go 

something like this: "The orientation stuff is somewhere on the portal. All the mission, vision and values 

stuff is there. Just keep clicking accept. Fill out your benefits package later. We have a meeting to get 

to." 

The explanation I hear most often to justify the rush is that you have an urgent need to fill. You've spent 

so much time getting the approvals, interviews, references, time to present an offer and time for the 

hires to give notice to an employer that, when they finally arrive, you just want them to get down to 

business and get on with delivering in their role. 

Then a few months roll by and I hear the new hire did not work out and was let go. How is that possible? 

Unless someone is incredible at cheating the application and interview process (and yes, those people 

do exist), how does someone go from "this person is the one" to "they didn't work out?" 

More often than not "they didn't work out" is a less accountable way of saying "it's our fault and we set 

them up to fail." 

I'm not saying people don't make bad hires or there aren't times when letting someone go is the right 

decision. But at some point during the post-mortem, I will hear the words "we should have done that 

better" when referring to on-boarding new hires. That's great if you can get it right on the second or 

third time, but, at the end of the day, you have created a path of collateral damage along the way. 

So how does this relate to leadership, you ask? This is leadership. Although someone from human 

resources (HR) might hand over the ID card and an envelope of forms, this is your employee. He or she 

reports to you, not HR. It is your duty and obligation as a leader to develop the person. 

Or even more simply: as a leader, it is your job to lead new hires. Not bring them to the pool, push them 

in and hope they know how to swim or are able to figure it out before drowning. 



 

 

As published on Oilweek.com 

 

 

 

 

As mentioned in my previous articles (also on this website), think back to the best and worst leaders 

you've had. What did they do in this situation? Ask yourself what type of leader do you want to be. Now 

that you are bringing others onto your team, this is the exact time you get to execute your goals or 

aspirations as a leader. 

Here are three simple things to keep in mind as you prepare to on-board new members to your team: 

1. Help them build the puzzle: Not all organizations are created equal and not all organizations 

operate the same. Now is the time to communicate how everyone fits together. Don't assume 

anything. Start from the beginning and tell the story. Share what makes your company unique 

and what can make it frustrating. Make sure new employees understand their roles and 

deliverables and how their outputs become someone else's inputs. Help them understand how 

they fit into the overall mix and, of course, be sure to share how they create value for the 

organization. 

2. Walk before you run: Good advice for just about everything in life but especially when on-

boarding new hires. Don't cut them loose or give them the keys to the car before they've passed 

their driver's test. Make sure they have a clear understanding of what is expected of them and 

how to operate within your organization. Do they know the rules of the road? Chances are you 

discussed your company's culture as part of the recruitment process. Now is the time to back it 

up and put it into action. 

3. Corporate concierge: As a leader, part of your role when welcoming a new team member is 

to be a resource centre, a helpline of sorts. View yourself as the accommodating concierge at an 

upscale hotel resort. Make sure your team has what it needs to succeed. I don't mean physical 

goods and increased budgets, but rather answers to questions, recommendations and 

information that can make new employees successful. You cannot view this portion of the on-

boarding learning curve as a time waster, but rather an investment. Invest so that you won't be 

the one saying "they didn't work out." 

While these three points might sound like micromanaging or catering to someone's every need, this is 

not the case. How long you keep this pattern in place is different for every leader and organization, but 

it will benefit you in the long run. Your goal through this process is not to do the new hire's job, but 

rather provide the tools and knowledge new employees need to do the job themselves. 


