


HIRING STRATEGIES
The Insp-Hired Onboarding Blueprint
A five-stage system for turning a great hire into an effective one, from the offer through validated performance.

Most onboarding plans stop at logistics. They get someone a badge, a laptop, and a desk, then call it done. Brad Giles, author of Onboarded, calls the gap that's left behind onboarding debt: the difference between what a new hire should understand about succeeding in their role and what they actually understand. Left unaddressed, that gap doesn't stay small. It shows up months later as mistakes, rework, and a manager wondering why someone who interviewed so well still isn't performing.
This Blueprint closes that gap. It carries a new hire through five stages, from the offer through validated performance, and it splits the work the way it should be split: the company handles logistics, the manager owns whether the person becomes effective, and where a manager's time runs out, Hiring Strategies can carry the last stage forward.
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  PREPARE   Before Day One
Step 1: Send a Welcome Email to Your New Hire
1. Start with a warm welcome
1. Confirm start date, time, location, and parking
1. Share the first day schedule
1. Flag documents to bring, and send links or e-signature forms in advance
1. Note the dress code
1. Introduce their point of contact
1. Link to the company website and employee handbook
1. Should they plan to bring a lunch or eat out
1. When should they expect their first pay check so they can plan finances during the transition
Step 2: Send an Email to Your Current Team
1. Share the new hire's job title and department
1. Announce their start date, time, and location
1. Give a short background: experience, education, skills, and interests
1. Invite the team to a welcome coffee, with time and date
Step 3: Prepare the New Hire's Office and Equipment
1. Order IT equipment
1. Set up their email account
1. Add them to the calendar and mailing lists
1. Order business cards
1. Prepare HR documents and forms
1. Assemble a welcome package: keys, ID badge, elevator card, phone, parking pass (maybe even some swag!)
1. Plan a welcome gathering (lunch or coffee on the first day)
  EQUIP   Day One
Step 1: Set Up Their Desk and Equipment
1. Stock office supplies
1. Deliver keys, parking card, and elevator card
1. Help them set up their IT equipment
1. Provide instructions for IT and office equipment
Step 2: Welcome Coffee, Office Tour, and Equipment Handoff
1. Meet and greet your new hire
1. Host a morning coffee gathering or lunch
1. Introduce them to the team
1. Hand over the welcome package
1. Provide a directory: names, titles, phone numbers, and emails
1. Help them finish setting up their IT equipment
1. Walk through IT and office equipment policies
1. Schedule software training
1. Schedule other necessary training
1. Recommend useful reading
  UNDERSTAND   Day One to Week One
Step 1: HR Documents and Meeting
1. Review compensation and benefits
1. Present work policies and procedures
1. Explain safety and security policies
1. Cover the code of conduct
1. Complete required forms and contracts
Step 2: Meeting with the CEO
1. Share the company's history
1. Explain the mission, vision, and values
1. Give a brief industry overview
1. Connect company goals to their role
1. Explain how they are an integral part of the team
Step 3: Meeting with Their Manager
1. Walk through the organizational chart
1. Review the job description
1. Set clear expectations tied to the job description
1. Set goals for the first three months
1. Ask about their expectations, goals, and any concerns
1. Discuss their career development plan
THE ROLE SCORECARD
The manager meeting above is where the Role Scorecard gets built. It's a one-page tool, adapted from Giles' Onboarded framework, that documents what success in this specific role actually looks like. It doesn't reassess whether this person is the right fit. That question was already answered through the PXT Select process before an offer went out. The scorecard picks up from there: what doing this job well actually requires. A lot of this should already be in the job description.
	Role Title
	 

	Job Purpose
(why this role exists)
	 
 

	Manager Expectations
(how I expect this person to work with me)
	 
 

	Cultural Expectations
(how we operate here)
	 
 

	Technical / Process Expectations
(skills, tools, and processes this role requires)
	 
 

	Accountabilities & Success Measures
(what doing this well looks like, in measurable terms)
	 
 
 


Budget about two hours to build this before day one, if it wasn’t already done when writing the job description. It only needs to be built once per role.
  EMPOWER   Weeks 2 to 13
Understanding isn't the same as being able to act on it. Empower is where a new hire moves from knowing what's expected to actually being trusted to do it, and that happens through consistent, structured time with their manager, not through hoping it sinks in.
THE 90-DAY ONBOARDING SPRINT
	Week 1
	Daily check-ins. Confirm the Prepare, Equip, and Understand steps landed, and answer early questions.

	Weeks 2-4
	Weekly one-on-one (about an hour). Work through the Manager Expectations section of the Role Scorecard.

	Weeks 5-8
	Weekly one-on-one. Work through the Cultural Expectations section of the Role Scorecard.

	Weeks 9-13
	Weekly one-on-one. Work through Technical / Process Expectations and Accountabilities, then set goals for the next 90 days.

	Week 13+
	Move to monthly one-on-ones and hand off to the Validate stage.


Also During the Sprint
1. Schedule introductions with other teams
1. Plan team-building activities with their new team
  VALIDATE   30 Days to 1 Year
This is the stage most onboarding plans skip, and it's the one that decides whether everything before it actually worked. Validate means checking, on a real schedule, whether the new hire is doing what the Role Scorecard said they'd be doing. It's also usually the point where a manager's day-to-day workload crowds this out, right when it matters most.
Step 1: Run Milestone Reviews
1. Conduct a 30-day check-in and progress review
1. Conduct a 60-day progress review
1. Conduct a 90-day progress review
1. Conduct a 6-month progress review
1. Conduct a 1-year progress review
1. Schedule relevant training as gaps surface
1. Plan social activities to keep the new hire connected to the team

	WHERE HIRING STRATEGIES COMES IN
Most managers run the first review or two, then the calendar wins. Hiring Strategies' Integration Check-In program picks up exactly here: structured 30-day, 60-day, 90-day, 6-month, and 1-year check-ins with both the new hire and their manager, built from the same Role Scorecard, so nothing gets re-litigated and nothing gets dropped. If you'd like Hiring Strategies to run Validate for a recent placement, reach out and we'll set it up.




Prepare and Equip steps adapted from TalentLyft, "The Ultimate Onboarding Checklist" (talentlyft.com). Role Scorecard and Onboarding Sprint Plan concepts adapted from Brad Giles, Onboarded: How to Bring New Hires to the Point Where They Are Effective, Faster. Stage sequencing and the Integration Check-In program are original to Hiring Strategies.
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