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A condensed Employee Life
Cycle

Today I saw a chart of a 12-step
Employee Life Cycle. Maybe
Human Resources profes-

sionals need that much detail, but
functional managers don't. Here is
a four-step, condensed employee life
cycle plan that tells you everything
you need to know.

Hire, Inspire, Admire, Retire

An employee life cycle is the steps
the employees go through from the
time they enter a company until
they leave. Often Human Resources
professionals focus their attention
on the steps in this process in hopes
of making an impact on the compa-
ny's bottom line. That is a good
thing for them to do. Their goal is to
reduce the company's cost per
employee hired.

Unfortunately, they aren't the
ones who really make a difference -
managers are. People don't really
work for companies; they work for a
boss. To the extent that you can be a

good boss, you can keep employees,
In the process, you will make

your own job easier and increase
your value to the company.

Employees are one of a compa-
ny's largest expenses these days
Unlike other major capital costs
(buildings, machinery, technology,
etc.) human capital is highly
volatile. You, as a manager, are in a
key position to reduce that volatili-
ty using the condensed employee
life cycle of HIAR (pronounced
hire) - Hire, Inspire, Admire, Retire.

Hire

This first step is probably the
most important. It is important to
hire the best people you can find.
This is not a time to be cheap. The
cost of replacing a bad hire far
exceeds the marginal additional
cost of hiring the best person in the
first place.

Hire talent, not just trainable
skills. Skills can be taught to a tal-
ented employee. A skilled employee
can not just be given talent.

Improve your interviewing skills.
Often this can be as simple as know-
ing what questions to ask during
the hiring process.

Make your company a place peo-
ple want to come to and work for.

Company culture
can be a powerful
recruiting tool.
Make sure yours
reflects the goals the
company wants to
achieve.

Inspire

Once you have
recruited the best
employees to come
to work on your
team, the hard part
begins. You have to
inspire them to per-
form to their capa-
bilities. You have to
challenge and moti-
vate them. That is
where you will get
their best effort and

their creativity that will help your
organization excel.

Make them welcome. Make them
feel like part of the team from the
first day.

Set goals for them that are hard,

but can be achieved. Set S.M.A.R.T.
goals.

Be a leader, not just a manager.

Admire

Once you have hired the best
employees and have challenged and
motivated them, you can not relax.
The biggest mistake a manager can
make is to ignore employees. The
same attention you paid to their
work assignments, to their satisfac-
tion levels, to their sense of being
part of a great team needs to con-
tinue for as long as they are in your
group. As soon as you start to slack
off, their satisfaction and motiva-
tion decreases. If you don't do some-
thing, they will become disenchant-
ed and will leave. They will become
part of the "employee turnover" sta-
tistic you were trying to avoid.

You want TGIM (thank goodness
it's Monday) employees not TGIF
(thank goodness it's Friday) ones.

Give them positive feedback as
much as you can, even if it's just a
good word.

Hire, inspire, admire and retire

Getting off on the right foot

Many companies provide some sort of
introductory training or orientation for
most of their new employees. It may

take the form of an older employee assigned to
show the new employee "the ropes." Or it may
be left to the HR department or the individual's
new supervisor to show them where the coffee
pot is and how to apply for time off. 

Many organizations, especially in govern-
ment and academia, have created new employ-
ee training that is designed, exclusively or pri-
marily, to provide mandated safety familiariza-
tion. 

Yet some companies in highly competitive
industries recognize the value in New Employee
Orientation (NEO) that goes much farther. They
require several weeks or even months of train-
ing to familiarize every new employee with the
company, its products, its culture and policies,
even its competition. 

There is a measurable cost to that training,
but is it worth it? Let's look at some of the
issues. 

Some Background
Facts

The technology in
the workplace is
changing very rapidly
and companies that
can't keep up will drop
out of competition. 

The American
Society for Training
and Development
(ASTD) reports that
less than $1500 per
employee was spent
for training in 1996.
The largest part of
that (49 percent) was
spent for technical
and professional train-
ing. Only two percent
was spent for New
Employee Orientation and three percent on
quality, competition and business practices
training. 

Reasons To Not Do New Employee Training 
Even at the less than $1500 per year for

training an employee we reported above, it is
still a cost. For some companies, especially
those with traditionally high turnover, it can be
a major expense. If your profit per employee is
less than $1500, it would be difficult to con-
vince the stakeholders that training is justified.
Besides, we all know it is the responsibility of
the school system to train people to be work-
ers. And it is the worker's responsibility to learn
how to do a job so they can get hired. 

Why Do New Employee Training

Not surprisingly, all the reasons not to train
new employees (except cost itself) are actually
reasons to do that training. If you have high
turnover, training new employees will make
them more productive. They will feel better
about themselves and the job. They will stick
around longer. 

If your profit per employee is less than $1500
per year, you have major problems. You need to
start training all your employees, not just your
new employees, right away. Show your stake-
holders the potential ROI of the training as we
will discuss below. 

And if you still believe that our schools pro-
vide adequate training to make students labor-
ready you are living in a dream world. Yes,
some job seekers make the effort to learn on
their own the skills needed for a new job, but
most get that training on the job. about.com

New employee training - Is
it worth the investment?

Reaching your full...
Contd. from Page 1
I walked slowly across the bridge notic-

ing an incredible amount of fear and run-
away thinking happening with me, which
had me considering not going forward. My
son was on the other side and I had a
choice, to let the fear stop me or not.

As I walked across the bridge the fear
increased profoundly inside of me until I
got to the other side. Once I was over the
bridge, my son and I high-fived and walked
back across the bridge. As we walked back
across I experienced no fear. What hap-
pened to the fear?

That experience highlighted this point to
me. That there are times in our lives when
we want to do something -- be a better stu-
dent, be a better parent, improve our per-
sonal or work lives, improve ourselves ath-
letically -- but fear can creep up inside of
us and we become unsure of ourselves.
Unsure if we can achieve - "getting to the
other side". Most of the fear that stops us
from achieving what we want or need to do
to improve our lives, is nothing more than
self limiting beliefs.

If we will just take the risk, take the
appropriate steps and embrace our fear(s)
we can meet our goals. sideroad.com 

Many organiza-
tions, especial-
ly in govern-
ment and aca-
demia, have
created new
employee train-
ing that is
designed,
exclusively or
primarily, to
provide man-
dated safety
familiarization. 


