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After COVID, and for the past five years, New Employee Orientation (NEO) shifted to a
3-hour virtual session. Having recently experienced it myself—both as a returning staff
member after time in a neighboring district and as an observer—I| saw firsthand what was
missing: the personal connection essential to building a strong sense of belonging and
readiness.
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key adjustments. We'll revisit break times to / STUDY \
ensure they're consistent and give participants a After each 2-day orientation, new hires fill out a
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Key Results

e Over 120 new employees welcomed through the 2-day orientation

e |eaving the experience feeling connected, supported, and prepared for
their new beginning with PGCPS

e Stronger sense of belonging from day one
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When we slow down and truly invest in the welcome experience, we don't | =— : e
just share information—we create a sense of belonging. Every detail | !
matters, from how we structure time to how we affirm the value of every
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