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Check-In Questions List
Supervisors should have regular check-in points for new hires to measure progress and assess the individual’s role and comfort level in a new organization. Below are follow up questions that can be used in these check-in meetings. Be prepared to address any shortcomings in individual performance or organizational challenges that may be hindering productivity. 
30-Day, One-on-One Follow-Up Questions 
What do you like about the job and Dartmouth so far?
What's been going well? What are the highlights of your experiences so far? Why?
Any questions related to your job or about Dartmouth that have not been answered yet?
Have you faced any surprises since joining us?
What could we have done differently during the interviewing process to prepare you for your new role?  
60-Day, One-on-One Follow-Up Questions 
Do you have enough, too much, or too little time to do your work? Likewise, do you have access to the appropriate tools and resources? Do you feel you haven't been sufficiently trained in any aspects of your job to perform at a high level? 
How do you see your job relating to Dartmouth’s mission and vision?
What can the organization do to help you become more successful as you transition further into your role? 
Compare what we explained it would be like here when you initially interviewed with us. Have you experienced any surprises, disappointments or other "aha" moments? 
How does it go when your supervisor offers constructive criticism or corrects your work?
How would you describe the general tone from your co-workers: Do you find that they've been supportive of your success, or somewhat critical or pessimistic?  
90-Day, One-on-One Follow-Up Questions 
Which co-workers have been particularly helpful since you arrived? (The goal in asking this question is to pinpoint which employees can be influential in retaining new hires.) Would you recommend anyone to become a mentor to new employees?  
Who do you talk to when you have questions about your work? Do you feel comfortable asking? Has anyone gone out of his or her way to make you feel welcome or included in social or work-related events? 
How would you rate leadership communication overall on a scale from 1 to 10, with 10 being highest? 
Do you believe your ideas and suggestions are valued? Can you give me an example of some type of change you've recommended that's been implemented?
In retrospect, what could we have done differently in terms of setting your overall expectations appropriately for working in our company, and for your job specifically? 
(Ask this question if the new hire supervises leaders.) Have you engaged in any skip-level meetings with your extended reports to gauge how they're feeling about their immediate supervisors? Is there anything you'd recommend reinventing in terms of how your department or team functions?  
How would you grade us in terms of our extended onboarding program, and what suggestions can you share that would make our program stronger?  
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