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New Employee’s First Day 

This week, we want to focus on the emotional anchors and outcomes you wish to see when inducting and 
training a new employee. If you get really strategic around an employee’s first day, week and even month, it 
can help set up a key emotional foundation that will make them more likely to stay and enjoy being with you 
for longer.

For many small to medium sized business’, a new employee’s first day is mostly accidental, unless your 
a huge corporation, there’s generally no real system in place for inducting a new member of the team. 

Most of the time, a new employee induction follows the same routine: 

 y They come in on their first day

 y You or someone that works for you tell them a little bit about the company

 y Takes them on a tour - Introduces them to everyone

 y Show them the essentials - bathroom, kitchen, etc

 y Shows them to their desk 

 y Gives them some training and that’s the start of their new job! 

Even though it is a good start, many times it leaves a new employee feeling nervous and uncertain about what 
to do next.

Now there’s an interesting principle in psychology called EMOTIONAL ANCHORING.

Emotional Anchoring: Is when someone is experiencing a peak emotional state. While they’re in that 
emotional state, anything that’s happening around them physically (sound, touch, smell etc.), can get 
anchored in their mind. 

Remember: For most new employee’s their peak emotional state when coming into your company is 
uncertainty or nervousness. 

This means as they look around, as they see your logo, as they meet different people and see their faces, they 
are nervous, so they’re then going to ANCHOR that nervous or uncertain feeling to everything they experience 
on their first day, which could last a long time.
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Practical Example

A practical example of this is if you were hiring someone for a telesales position. 

The training process would normally go like this:

 y They come in 

 y You introduce them to one of your star sales people, and you have them listen for usually about a day or so.

 y Then within a few days you have them start making calls, with you or your sales person  listening in. 
They’re going to be nervous, and they’re going to ANCHOR their peak discomfort and nervousness to 
the main job that you’ve hired them to do.

 y Then because this feeling is now ANCHORED to this job, those that don’t push through will often times 
start to come up with excuses not to make the next call. This role already has a high level of uncertainty 
already built in but when you add the ANCHORED nervousness to uncertainty, you’re going to make 
sales calls unpleasant going forward.

This is often why a company will often have one or two superstars, with the rest not-superstars, because they 
haven’t inducted people properly to break this cycle. 

Now using the same example here’s another way to make this process more effective:

 y Bring a new sales person into your company

 y Interview them properly

 y Have them sit down with one of your top sales people and listen to calls for the week. For that whole 
week all they’ll be doing is listening to calls and taking notes.

 y At the end of the week either you or your sales manager should touch base with them on how they feel 
things are going.

 y Then the next week, instead of getting them to start making call themselves, have them go and sit with 
another top sales person to hear how they make their calls. Again only listening and taking notes.

 y Within a couple days, ask them how they feel things are going. If they say they want to start making 
calls, test this by suggesting they listen to one more person.

 y Depending on their reaction, you can decide to let them jump in but only when they are ready to jump in 
with excitement, anticipation and eagerness as these are right emotions you want to ANCHOR to this job

In the end this ANCHORS your entire sales process to these positive emotions if you follow this clinical 
induction process.
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So think about this...

What is the best first impression that you could make on employee coming to work for you?

The way to answer this question, regardless of your personal circumstance, is to think strategically  about 
what you want them to get from it. Think about all the different ANCHORS that you want to build into your 
induction and training process.

Lastly, it’s so important that when your bringing a new person into your company that you set a couple of 
objectives. By being clear on what your objectives are and the outcome you want to see, you can create a 
really nice induction process that will create the best possible foundation for your new team members.

So, your homework this week is really simple:

 
Part 1

Come up with a list of ideal objectives or intentions that you have for someone’s first day, first week, and first 
month. This could include doing certain training, specific office language, complete a certain task or training, 
and maybe to even get them to feel a certain way about the workplace. 

Get clear about your strategic objectives on what you want them to experience from your 
induction process. 
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First Week
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Part 2

Create a syntax or script for an induction process that will help you meet your strategic objectives and 
intentions that you laid out in PART 1 above. 
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Notes:


