
 

7 ways Onboarding supports your Employer Branding Efforts 

  

In today’s world the Employer branding gets defined by the 
experiences that the candidates and employees have with the 
organization at different stages of their candidate-employee-alumni 
journey and not by Omni present media and social campaigns by 
the marketing teams. 

Employer brand describes an employer's reputation as a place to 
work, and their employee value proposition, as opposed to the more 
general corporate brand reputation and value proposition to 
customers. 

A candidate driven market and dynamic changes in the candidate 
behavior has led to an increase of Employer Branding as a 
discipline within HR fraternity. With the lower number of good 
candidates, employers are fighting over a small pool of candidates 
to fill the open roles. The way candidates look for and apply for a job 
has also changed drastically. The best candidates want to research 
a company, its culture, people and build a relationship with it over 
months before applying for a job. More than 80% of candidates 
research about a company on social media before applying. 

https://en.wikipedia.org/wiki/Reputation
https://en.wikipedia.org/wiki/Workplace
https://en.wikipedia.org/wiki/Workplace
https://en.wikipedia.org/wiki/Employee_value_proposition


 

The practices deployed within an organization sooner or later finds 
its way out in the open world through a multitude of review sites like 
Glassdoor, Indeed, Fairy, Good Boss, etc. 

With all of these factors in mind, TA and HR teams have to make a 
conscious decision to invest in the candidate and employee 
experience so that they are creating the reputation of a brand with 
which everyone wants to get associated with. 

The journey of engaging a candidate should start from the time the 
candidate applies for a job but there is a white space in terms of 
engagement during the period where a candidate accepts an offer 
and waits to join. This is a great time to demonstrate to the 
candidate that you care and you are looking forward to welcoming 
them. This period sets the right expectations from the new hires and 
helps them succeed. 

Here are seven strategies that you can implement during the 
employee Pre-Onboarding and Onboarding process to build the 
foundation of a desirable employer brand. 

1.    Treat them as part of the organization, even before they 

have joined. 

When a new hire has accepted to join the organization, they have 

made a certain level of commitment to themselves and the 

organization. Often there is a period of radio silence where the 

new hire is expected to join on a date and the hiring manager is 

keeping his fingers crossed. 

The best practice is to accept them and treat them as part of the 

organization. Some simple strategies like sharing the names and 

getting phone calls from their hiring managers, mentors, buddies, 



 

goes a long way in making them feel welcome. Provide them with 

an email id and social media account. Having a working e-mail 

and internal social media account shows them that they are part 

of the team, and it makes them easier to connect with. 

2.    Create a unified experience 

Onboarding and creating the first impression can’t be left to 

individual’s choice and schedules. Create a structured 

Onboarding plan with clear roadmaps, timelines, activities, and 

responsibilities. Use tools that allow easy access and are mobile 

friendly to leave a branding experience. 

3.    Help them understand their job responsibilities before 

they join to avoid any confusion later. 

New hires having clarity of roles and the expectations perform 

better than those who are unclear about their roles and 

responsibilities. Have them reconfirm their job description and 

share expectations so that they are ready to achieve it from the 

day go. 

4.    Get them to absorb the organizational culture and ethos. 

Videos and interactive sessions with current employees as to 

how they live the culture is far more impactful than the stacks of 

documents. If possible, create a personalized video to make 

them feel special and welcome. 

 

5.    Connect with the teammates 

When appropriate, enable their teammates to get to know the 

new hire before they start by giving their teammates a link to their 



 

LinkedIn profile, or just send them a bio. Encouraging the 

teammates to also email or text them, to offer invitations to 

connect on social media, or just provide the new hires with links 

to the social media sites of the team’s employees.  

6.    Create a plan for their success. 

New hires that have preset activities based on the success profile 

of the successful employees get productive faster. Share a plan 

that will make them successful in the new role. 

Realize that even though they accepted, they may still have 

serious doubts that they can’t do the job. So, the plan is a 

reminder to them that they clearly fit the firm/job and that they 

clearly meet each of the qualifications. Let them know that 

everyone is 100 percent confident that they will succeed. Set 

both short term and long term goals to keep a track of the 

progress. A structured 30-60-90 day plan helps them get on the 

road to success.   

7.    Provide prescheduled meetings with managers and key 

employees. 

Let them know that you have activities already scheduled for 

them. It could be the meeting with the team, HR, Facilities, 

finance, and other business units. All the people who can create 

a positive influence on the new hire should have pre-scheduled 

meetings with them. Make sure that the providing of space, work 

tools, and equipment is closely integrated with the Onboarding 

process. 

 Implementing these Onboarding best practices will result in 

improved employee retention and engagement, increased 



 

employee pride in your organization, and enhanced productivity. 

Indeed, implementing these best practices will drastically reduce 

the time taken for your new employees to reach full productivity 

and make you an employer of choice. 

 


