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Get on Board-

Setting the Stage in Support of New Staff



When learning something new,

What works for you?



Objectives

• Develop an understanding of why it is essential to invest 
in onboarding. 

• Learn about the components of an effective onboarding  
process. 

• Explore essential skill sets and competencies that need 
to be targeted to achieve positive onboarding outcomes 
for staff.  

• Understand the role of the supervisor in building staff 
competencies.

• Walk away will additional tools, techniques and 
strategies for onboarding staff.       



Onboarding is the process by which new 
hires get adjusted to the social and 

performance aspects of their jobs quickly 
and smoothly, and learn the attitudes, 

knowledge, skills, and behaviors required 
to function effectively within an 

organization.



Research shows…

• A new hire’s decision to stay with a company long-term is made 
within the first six months of employment

• Of those employees polled who left within the first six months, 

– 23% said “receiving clear guidelines to what my responsibilities 
were” would have helped them stay on the job 

– 21% said they wanted “more effective training” 

– 17% said “a friendly smile or helpful co-worker would have made 
all the difference” 

– 9% said they wanted more attention from the “manager and co-
workers”

• About one-third of the new hires who had quit said they had barely 
any onboarding or none at all, and 15% of respondents noted that 
lack of an effective onboarding process contributed to their decision 
to quit.



Onboarding for Retention

• A 2007 study found that newly hired 
employees are 58% more likely to still be at 
the company three years later if they had 
completed a structured onboarding process

• In addition to teaching new hires about the 
mission, vision, values and culture of the 
organization, proper onboarding ensures that 
new employees fully understand their roles 
and how they relate to the organization’s big 
picture operations



Self Assessment
• Do you have a concrete onboarding process in place for all 

new hires? 
• Do you clearly communicate job expectations, responsibilities 

and non-negotiables to staff during onboarding? 
• Does your organization provide relevant training to new staff 

in a timely manner so they have the ‘know how ‘ to do their 
jobs effectively? 

• Does your onboarding process partner new hires with 
seasoned staff and create peer to peer learning 
opportunities?

• Do you check in with new staff at regular increments to assess 
progress and provide support during the onboarding process?  



• Reflects how each staff should modify 
their practice for each family they work 
with

• Developed through ongoing consultation, 
coaching and improvement work

Situational 
Wraparound 

Skills

• Tied to specific job expectations

• Moves to behaviorally based 
practices 

Job Specific 
Wraparound Skills

• Reflects expectations 
for entire workforce 
regardless of titles

• Often very focused on 
core values and 
standards as defined 
by your organization

Universal Skills & Organizational 
Procedures



Training Outcomes Related to Training Components

Training Outcomes

Training 

Components

Knowledge of 

Content

Skill Implementation in 

training environment

Application in daily 

role

Presentation/ 

Lecture 10% 5% 0%

Plus

Demonstration 30% 20% 0%

Plus 

Practice 60% 60% 5%

Plus Coaching/ 

Admin Support

Data Feedback

95% 95% 95%

Joyce & Showers, 2002
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3 Phases of Professional 
Development in Wraparound



Supervisor contributions: 
Building staff competencies

• Ensuring policies and procedures align with wraparound values 
and support practitioners in the work. 

• Describe Wraparound practices behaviorally & specifically
• Define how you want the values to be delivered in specific 

behavioral terms.  
• Actively supervise to the practices you have described and 

defined.
• Recognize that you are responsible for assuring consistency across 

the breadth of the project.
• Solicit family feedback about whether you are following your own 

guidelines.
• Seek feedback from a variety of sources and in a variety of settings 

including attending team meetings and accompanying staff
• Provide proactive and corrective feedback quickly, fairly and 

behaviorally



The future depends on what 
you do today.

-Mahatma Gandhi



Resources

• R. Maurer ‘Onboarding Key to Retaining, Engaging Talent’; 
Society for Human Resource Management, April 16, 2016; 
www.shrm.org

• The Institute for Innovation and Implementation

– http://ssw.umaryland.edu/theinstitute

• National  Wraparound Implementation Center (NWIC)

– www.NWIC.org

• National Wraparound Initiative

– http://www.nwi.pdx.edu

• Wraparound resources

– www.paperboat.com

– http://www.milwaukeecounty.org/WraparoundMilwaukee7851.htm

http://www.shrm.org/
http://ssw.umaryland.edu/theinstitute
http://www.nwic.org/
http://www.nwi.pdx.edu/
http://www.paperboat.com/
http://www.milwaukeecounty.org/WraparoundMilwaukee7851.htm


Contact Information

National Wraparound Implementation Center 
(NWIC)

www.nwic.org
Email: nwic@ssw.umaryland.edu

The Institute for Innovation and 
Implementation

University of Maryland, School of Social Work
525 W. Redwood St

Baltimore, MD 21201-1023
Email: theinstitute@ssw.umaryland.edu

Website: www.ssw.umaryland.edu/theinstitute

http://www.nwic.org/
mailto:nwic@ssw.umaryland.edu

