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1.  
Introduction
Over the past decade, the boundaries between work life and personal life have blurred.  Technology and globalization have led to a 24-hour per day, 7 day per week work environment.  At the same time, the traditional family model of the husband/father as sole breadwinner has evolved into a heterogeneous mix of dual-income and single-parent families, challenging employees’ ability to meet commitments to family, friends, and the community at large. The increasingly complex interaction between employees’ work and personal lives and the challenges associated with managing work, family and lifestyle responsibilities can be overwhelming.  
An effective workplace excellence culture helps create a mutually beneficial relationship between employees and employers.  Workplace excellence, rather than work-life balance, acknowledges that each employee’s needs are unique and vary over time.  As such, there is no perfect “one size fits all” approach.  Different employee priorities and needs present a challenge for recruiters, hiring managers, and organizations. 
Achieving workplace excellence in today's world is no simple task.  Attraction and retention of top talent are two of the biggest reasons successful employers strive for workplace excellence.  Employees, both current and prospective, do not want work to eclipse their personal lives; they search for workplaces offering flexibility.  Employees better able to manage the demands on their time are more content, focused, motivated, and experience less stress. Employers witness productivity gains, lower turnover rates, less absenteeism and presenteeism, a stronger team spirit and increased loyalty.  

The 62 Workplace Excellence Award Winners for 2008 recognize that workplace excellence plays a critical role in attraction, retention and employee engagement. From small to large, private to nonprofit organizations, workplace excellence is a concern for both employees and employers.  

	AWE ~ Excellence in all Environments



	

Excellent Places to Work

A select and growing group of companies in the Greater Washington, DC Area has demonstrated extraordinary commitment to its workforce through placing workplace excellence as a strategic business imperative, and has received the 2008 Workplace Excellence Seal of Approval.
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The Alliance for Workplace Excellence (AWE) is a nonprofit organization founded in Montgomery County, Maryland. AWE offers a portfolio of services that enable employees to build excellence places to work.  Through our key strategies of education, consultation and employer recognition, the Alliance positions workplace excellence as a competitive advantage in the public, private, and nonprofit business communities.  The Alliance is committed to supporting the Greater Washington, DC Area in becoming nationally recognized as a great place to work and live.

2.  
Executive Summary

The business case for an environment of workplace excellence is overpowering: higher productivity and competitiveness, increased customer service, enhanced morale, motivation, commitment and engagement, reduced absenteeism, improved recruitment and retention of a diverse workforce, and public recognition.  Conversely, ignoring workplace excellence issues will negatively affect your bottom line.  

The 2008 Workplace Excellence Seal of Approval recipients recognize that today’s employees seek out an excellent workplace environment.  As the competition for qualified workers intensifies over the next decade, continuous improvements in the workplace will be required.  The degree to which an employee is able to effectively combine work with other aspects of their personal life is related to the amount of success they will experience.  Fortunately, the biggest changes over the last decade have come in employers' attitudes towards work, family and flexibility.

In June 2008, a select and growing group of employers from the Greater Washington, DC Area was honored for its extraordinary commitment to its workforce.  By making workplace excellence a strategic business imperative, these employers earned the 2008 Workplace Excellence Seal of Approval.  This report aggregates data from that group of employers to provide an overview of the benefits and practices of these Excellent Places to Work.

	
According to Russell Investment Group analysis, a portfolio of publicly traded "100 Best" stocks, started in 1998 and reinvested annually to reflect changes in the list, would yield a 14.6 per cent return today, nearly triple the return of the S&P 500 average.



3.  
Background

3.1  
Description of Data

This report is based on data collected from the organizations receiving the Alliance for Workplace Excellence 2008 Workplace Excellence Seal of Approval.  The data reflect a variety of industry sectors, including technology, financial services, biotechnology, retail, education, consulting, social services, healthcare, and research.  

3.2  
Report Methodology 

The 2008 Workplace Excellence application contained a number of questions regarding:

· Cultivating Workforce Excellence

· Acting on Beliefs

· Valuing Differences

· Empowering Employees

· Ensuring Safety and Security

· Operating as a Global Corporate Citizen, and

· Facilitating Employee Life and Work Success

An Employee Voice Survey was administered on-line to a minimum of 5% of each applying organization’s workforce.  The purpose was to help the Alliance understand the applying organizations’ employees’ perspectives regarding their organization’s qualifications as an excellent place to work.  

4.  
Chart Contents

The sections of this report are organized to optimize interpretation and effective use of the data.  Detailed descriptions of content and layout of charts are included for each section.

4.1

Facilitating Employee Life and Work Success Charts 

The charts at the end of this report display all “Facilitating Employee Life and Work Success” items from the 2008 application, in descending order of availability.  The charts will assist you in determining which benefits and practices typically are implemented by other Workplace Excellence Award Winner organizations.  The following charts are provided:

· Growth and Learning 

· Independence 

· Workforce Wellness 

· Professional Goals + Personal Responsibilities 

· Personal Convenience Services 

· Total Rewards 

4.2 Operating as a Global Corporate Citizen Charts

The chart at the end of the report displays all “Operating as a Global Corporate Citizen” activities identified on the 2008 application in descending order of availability, and can help your organization determine what programs other Workplace Excellence Award Winners are implementing to focus your organization’s social responsibility activities.  
5.  
Demographic Breakdown of 2008 Award Winners 

5.1  
Types of Employer

In 2008, as in years past, a majority of the Workplace Excellence Award Winners were private organizations.  As shown in Chart 1, below, 31% of the Workplace Excellence Seal of Approval recipients are nonprofit organizations, 1% of the recipients are government organizations, and 68% of the recipients are private organizations.  It is important to note, however, that the number of nonprofit and public organizations has grown in number from previous years, which shows that the belief that only large, private organizations can offer workplace excellence is a misconception.
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Chart 1: Type of Employer
5.2  
Size of Employer

Workplace Excellence Award Winners in 2008 included organizations ranging in total size from 16 employees to 145,459 employees.  A majority (60%) of the award recipients in 2008 are large organizations, 32% are medium organizations, and 8% are small organizations.  Small businesses represent the fastest growing sector, locally, state-wide, and nationally.  
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Chart 2: Organization Size
	ORGANIZATION SIZE

Large  – 250 or more employees

Medium – 50-249 employees

Small – 49 or fewer employees



6.  
Key Findings

The 2008 Workplace Excellence Award Winners demonstrate a strong commitment to workplace excellence.  The 2008 Workplace Excellence Award Winners share common strengths and areas for improvement.  Award Winners maintain an admirable workplace culture and environment, exemplary management practices, successful internal communication, and comprehensive emergency preparedness plans.  Findings also showed that the Workplace Excellence Award Winners shared common areas for development, including: linking management compensation to organizational workplace excellence goals, and measuring the benefits of workplace excellence practices.

Of the workplace excellence benefits listed in the “Facilitating Employee Life and Work Success” section of the 2008 Workplace Excellence Seal of Approval application, recipients offered most benefits in the “Growth and Learning,” “Workforce Wellness,” and “Total Rewards” categories.  Similarly, “Operating as a Global Corporate Citizen” appeared to be a key management priority among the 2008 Workplace Excellence Award Winners.  Alternatively, recipients offered the fewest number of benefits within the “Personal Convenience Services” category.
7.  
Cultivating Workforce Excellence
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Workplace culture describes the behaviors that represent the general operating norms in the work environment. Workplace culture and environment shapes work enjoyment, work relationships, and work processes. In order to increase workplace excellence policies and practices’ effectiveness, it is important to ensure that the workplace culture supports employees’ use of these policies.  A variety of benefits for both employees and employers have been linked to a supportive workplace culture, including higher levels of commitment to the organization, lower intention to leave, higher levels of job satisfaction, lower levels of stress and less conflict between work and personal responsibilities.  Moreover, perceptions of a supportive workplace culture are associated with greater utilization rates of workplace excellence policies.  Alternatively, one of the most important key values and norms that is likely to undermine workplace excellence policies is the belief that work and personal lives should be completely separated. 
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The 2008 Workplace Excellence Award Winners demonstrate their commitment to Cultivating Workforce Excellence in many ways.  The data indicate that among the organizations receiving the 2008 Workplace Excellence Award, more than 80% of the recipients show their dedication in this area by having a mission statement, strategic goals, and corporate values that demonstrate their commitment to workplace excellence, and by having personnel responsible for workplace excellence initiatives, and funds allocated specifically for workplace excellence programs.  Further, almost all (98%) Workplace Excellence Award Winner organizations have an ethics policy in place, which is communicated formally to employees (98%).  In order to support flexibility, more than 80% of Workplace Excellence Award Winner organizations make the following technology available to their employees: laptops, PDA’s and mobile telephones.

8.  
Acting on Beliefs
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It is vitally important that senior management’s support of workplace excellence is both active and visible.  “Buy-in” from all levels of management is crucial.  The success of a culture of workplace exellence is undermined by management that emphasizes the pursuit of work goals and ignores employees’ personal lives, as well as from conflicting messages.  Senior management must show its firm commitment to workplace excellence and reinforce that commitment in daily contacts with managers and supervisors.
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Evident and consistent leadership is critical to implementing and sustaining a culture of workplace excellence and is the key to employee satisfaction. This focus on managing talent lets the employees know that they are an organization’s most important asset.  Therefore, supporting and developing individuals in leadership roles is one of the most important things an organization can do to support its workforce.

The 2008 Workplace Excellence Award Winners show that they are acting on their beliefs.  People management is seen as a fundamental part of managers’ roles in the Workplace Excellence Award Winners’ organizations, not just a superfluous responsibility to be undertaken in one’s free time.  The majority of Workplace Excellence Award Winners’ pay practices compare favorably to the standards of their industry and geographic labor pool (68% indicated that their pay practices were the “same” as local and industry standards, while 32% responded “higher”).  Likewise, the majority of Workplace Excellence Award Winners (96%) revealed that their organization’s average turnover rate in the past 12 months is lower than or the same as their industry for employees who leave for reasons other than retirement and involuntary termination. 94% of the Workplace Excellence Award Winners track the reasons for leaving, and 85% use the data to implement change. Other strengths in this area of Workplace Excellence Award Winners include: having a formal employee recognition program (100%), providing workplace excellence leadership training to management (85%), conducting employee exit interviews (95%), evaluating the results of the exit interviews to improve the workplace environment (87%), tracking utilization rates of its workplace excellence benefits and programs (82%), conducting performance appraisals (100%), having a formal employee recognition program (100%), offering benefits to part-time employees (87%), holding managers accountable for developing a workplace excellence culture (94%), holding managers accountable for employee advancement and promotion results (95%), and having a formal written policy on pay equity (74%).  

9.  
Valuing Differences 

As the economy has become progressively global, the workforce has become more and more diverse. The increasing importance of diversity has driven the need for creating more inclusive workplaces.  Organizational success and competitiveness depends on the ability to manage and foster diversity in the workplace effectively. 

When organizations encourage synergy, collaboration, open-mindedness, and respecting different points of view, many benefits are reported, including:  increased adaptability, a broader service range, a larger pool of ideas and experiences, and more effective execution.  However, taking full advantage of the benefits of diversity in the workplace is not without its challenges, such as communication, resistance to change, implementation of diversity in workplace policies, and successful management of diversity.  Successful top-tiered organizations assess and evaluate the diversity in their organizations, have the commitment of its top management, include employees in executing diversity initiatives, foster an attitude of openness, promote diversity in leadership positions, and offer diversity training.
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The 2008 Workplace Excellence Award Winners demonstrate their commitment to Valuing Differences in many ways.  The data indicate that among the organizations receiving the 2008 Workplace Excellence Award, 71% have personnel responsible for diversity initiatives, 83% have a diversity officer, and 79% have conducted an employee opinion survey or cultural audit to assess its employees’ perceptions of the workplace.  The main categories of focus included in the Award Winners’ diversity initiatives include:  recruitment (95%), external community outreach and involvement (77%), diversity training and orientation (74%), and networking events (68%).

10.  
Empowering Employees  

Communication and education about the importance of workplace effectiveness is critical.  Open  discussions between management and employees leads to increased understanding of mutual expectations, as well as a feeling of ownership in the problem solving arena. When employees are clear about their organizations’ and teams’ priorities, productivity ensues.

Employees and employers alike gain from organizations that empower their employees. When provided with communication, information, and the ability to make choices for how to accomplish business objectives, morale improves, retention rates increase, and both leadership and time-management skills are developed. Even if it pushes the comfort level of management to reach out to employees, it is a risk worth taking and one that pays off in improved employee commitment.
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One practice that distinguishes the 2008 Award Winners is a relentless focus on active communication from the highest levels of the organization to all employees through multiple channels. More than 80% of the organizations receiving the 2008 Workplace Excellence Award implement communication methods including: organization-wide meetings, team meetings, social activities among senior management and staff, newsletters, recruiting materials, intranet, new employee orientation. Likewise, over 85% of recipients share information about their corporate vision, mission, strategic direction, financials, and community issues and events with their employees.  Over 80% of recipients use the following methods to assess their employees’ workplace excellence needs: focus groups, employee opinion surveys, and program evaluations.  92% of recipients communicate the results of the workplace excellence needs assessments to their employees, and 98% have made improvements based on employee feedback.

11.  
Ensuring Safety and Security 

While Americans enjoy relative security day-to-day, the threat of emergencies, like natural disasters, technological accidents and acts of terrorism, remains. Every employer can encounter such an unexpected emergency that potentially can cripple its business.  Therefore, emergency preparedness and responsiveness are critical.   In the development, implementation and maintenance of safety and security plans in the workplace, the following should be considered: ensuring all phases of emergency management contemplate employees with disabilities, support and commitment from top management, involvement of key personnel, the building location and set-up, the communication plan, necessary procedures, equipment, signage and supports are in place, identification of areas of refuge or rescue assistance, development of a support network, and practice, among others. Preparedness can reduce the fear, anxiety and losses that accompany disasters.
The majority of the 2008 Award Winners are taking measures to be prepared.  Specifically, 90% or more of the organizations receiving the 2008 Workplace Excellence Award have emergency preparedness plans that include the following components:  communication strategy, emergency preparedness/evacuation plan, assembly area identified, safety wardens/floors captains identified, access controls, mail/package screens, information systems security/information assurance, business recovery plan, contact lists, telephone trees, and voice mailboxes, and employee wellness support.  Further, 84% of recipients have an occupational safety and health plan, and 98% educate their employees about their EEO and sexual harassment policies.

12.
Operating as a Global Corporate Citizen  
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Excellent Places to Work share the belief that building strong shareholder value requires making a contribution, in addition to making a profit.  Corporate social responsibility is a concept whereby organizations consider the interests of society by taking responsibility for the impact of their activities on all of their stakeholders, as well as the environment.
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Operating as a global corporate citizen is not only morally right but also makes business sense.  Research has found a correlation between social/environmental performance and financial performance, as well as attraction and retention of employees, positive public perceptions of the organization, risk management (by building a culture of handling issues responsibly), and brand recognition.  
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Organizations are increasing their emphasis on environmentalism and sustainability.  The youngest  generation of employees is concerned about the environment, and particularly apprehensive about global warming and the gas crisis.  Green initiatives, are not just responsible and ethical, but they can be financially beneficial.  Now, more than ever, an organization that portrays itself positively to the general public almost certainly must have an environmental agenda as a priority.  The benefits of sustainable operations include recognition as an environmental leader, strengthened bottom line through operating efficiencies, improvement of  employee morale and the health of the workplace, and securing a marketing edge over the competition.

On average, the 2008 Workplace Excellence Award Winners participate in 71% of the listed financial contributions/community outreach/volunteer activities/civic responsibility/environmental sustainability activities (see Table 7, page 38).  Of the 21 listed types of community involvement, more than 70% of the recipients participate in the following 11 activities:  Philanthropic Contributions, Involvement with Chamber of Commerce/Community Service Group, Holiday Giving, Event Sponsorships, Public/Private Partnerships, Nonprofit/Community-Related Board/Committee Participation, Internships, Participation in Sports Events, Youth Programs, Waste Minimization, and Energy Efficient Activities.  

More than 75% of the 2008 Workplace Excellence Award Winners have a mission statement, corporate values, and strategic goals demonstrating their organization’s commitment to being a global corporate citizen.  And, more than 80% of 2008 Workplace Excellence Award Winners have the following resources devoted to their organization’s commitment to being a global corporate citizen: an employee volunteer/outreach committee (84%), and personnel responsible for global corporate citizenship (87%).  Ninety seven percent of the 2008 Workplace Excellence Award Winners indicated that their employees participate in the selection of community projects/causes in which their organizations are involved.  

Conversely, only 48% of Workplace Excellence Award Winners donate a percentage of their organization’s net profits to global corporate citizenship.
13.  
Professional Goals + Personal Responsibilities 

The availability of working arrangements that facilitate the reconciliation of work and personal life is an important component of Excellent Places to Work.  With more dual-earner families and single-parent households than at any point in history, issues of workplace excellence are becoming more complicated. A sizeable number of working parents feel significant conflict between time spent at home and work responsibilities.  Unfortunately, employees receiving higher wages are twice as likely to get paid leave and support, even though lower-wage workers are the most in need. Excellent Places to Work recognize the business case for programs that allow employees to more easily manage their professional obligations and their responsibilities outside of work.

There were 17 benefits listed in the Professional Goals + Personal Responsibilities section of the 2008 Workplace Excellence Seal of Approval Application (see Table 4, page 35).  The data in Table 4 indicate that among the organizations receiving the 2008 Workplace Excellence Award, 70% or more of the recipients implement seven of these benefits.  Moreover, 80% or more of the recipients have the following benefits: Child Care Resource and Referral, Elder Care Resource and Referral, Pretax Flexible Health Spending Account, and Pretax Dependent Care Spending Account.

	PROFESSIONAL GOALS + PERSONAL RESPONSIBILITIES DEFINITIONS

Adoption Financial Assistance  ​– Financial support for employee incurred adoption expenses.​​

Adoption Resources ​– Resources and support for employees with the adoption process (e.g., legal advice).​​

Career Day – The employer invites employees’ children to come to the work site to learn about the world of work.​ 

Child Care Resource and Referral​ – Programs and practices providing employees with assistance in locating quality childcare.​

Elder Care Resource and Referral – Programs and practices providing employees with assistance in locating quality eldercare. 

Lactation Services​ – Lactation services provided to employees such as private and quiet rooms, breast pumps, and refrigerators for storage, and professional consultation services.​

Off-site Subsidized Child Care – The employer offers partial or fully subsidized professional childcare at off-site facilities.​

On-Site Childcare​ – The employer provides professional childcare on-site with full, partial or no subsidy.​

Paid/Subsidized Backup Emergency Child Care and/or Eldercare – Employer subsidized emergency care when employees’ normal dependent care provider is unable to offer services (e.g. in-home or other).​

Parenting Classes​ – Parenting classes offered free of charge to help employees with effective parenting.​

Pretax Dependent Care Spending Account  – Pre-tax flexible accounts that employers can set-up under Section 125 of the IRS Code to reduce prohibitive dependent care costs to employees.

Pretax Flexible Health Spending Account – Flexible spending accounts are employer established benefit plans that reimburse qualified medical expenses with pretax dollars.

Pretax Health Savings Account – Savings account that sets aside pre-tax dollars for future medical, retirement, or long-term care premium expenses.

Reimbursement for Dependent Care Required by Overtime or Business Travel – Expense reimbursement for childcare fees incurred due to employees’ business travel (routine or non-routine) or overtime.

Scholarships or Educational Assistance for Dependents​ – Financial support offered for school-aged children.​

Special Programs for Teens and Tweens – After school activities designated for ages nine through the teenage years.

Summer Camp Resources and Information – Employer information on subsidies or pre-tax asides to employees for summer programs for dependent children that provide supervised programs and activities for school age children offered within the community.​




14.  
Independence

Excellent Places to Work provide employees with flexible work options and independence to meet business objectives and find new ways to get work done.  In fact, flexible work arrangements are becoming mainstream. The rapid growth in computer, Intranet use and other technologies have enabled more employees to work from home, and schedule time to meet life demands outside of work.  Workplace flexibility is much more than a perk; it improves the bottom line in the form of less absenteeism and employee turnover, less employee stress, lower healthcare costs, increased commitment, performance and productivity, and higher attraction and retention.
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Employees also are feeling the pain of higher gas prices, and companies are responding by offering compressed work schedules, four-day weeks, telework, gas cards and carpooling, among other solutions.  These fixes result in an emphasis on productivity rather than the number of hours worked. Flexibility to address personal commitments, without compromising the needs of the business, is a win-win solution for employees and employers alike.

Table 2 (see page 33) shows that of the 22 listed benefits in the Independence category, more than 80% of recipients offer the following eight benefits:  Part-Time Schedules, Flextime, Teleworking, Unpaid Leave, Paid Personal Days, Paid Time Off to Care for Dependents, Time Off for Adoption, and Gradual Return to Work for New Parents.  The eight benefits implemented by less than 50% of the recipients are:  Leave Sharing/Leave Pool, Sabbaticals, Phased Retirement, Re-Integration Programs, Summer Hours, Optional Additional Vacation Days, Hotelling,  and Part-Year Work.

	INDEPENDENCE PRACTICES DEFINITIONS

Compressed Work Schedules​ – Work schedule condensing the standard full-time work week into fewer than five full days.​ 

Flextime​ – Flextime requires employees to work a standard number of hours each week but allows them to choose their own starting and ending times. However, a portion of each day is designated as “core time” when all employees must be present.

Gradual Return to Work for New Parents – Work schedule arrangement allowing new parents to transition back to work after the birth or adoption of a child.​

Hotelling – Designated shared workspaces at an organization’s location reserved by employees who work remotely, due to the majority of their work being performed off-site.

Job Sharing​ – Work schedule arrangement allowing two or more employees to share the responsibilities of one full-time position. Compensation and benefits are also shared or prorated.​ 

Leave Sharing/Leave Pool​ – A program allowing employees to voluntarily donate their paid time off to co-workers for emergencies, etc.

Optional Additional Vacation Days – Employees provided with opportunity to purchase additional vacation time at their rate of pay. 

Paid Maternity Leave​ – Paid protected leave after the birth of a child, not including vacation, personal, disability, and/or sick time.

Paid Parental Leave​ – Paid protected leave after the birth of a child, for both men and women, not including vacation, personal, disability, and/or sick time.

Paid Time Off to Care for Dependents​ – Leave offered to employees that need to care for sick dependents.

Paid Time Off to Volunteer on Community Projects – Time spent on social responsibility activities by an employee for which the employee’s regular rate, a fixed amount, or a prorated amount of pay is accrued and paid to the employee.

Part Time Schedules​ – A plan that offers employees a voluntary reduced time program on a short-term basis or for an extended period of time.​ 

Part-Year Work – A plan that offers employees a voluntary reduced time program for specified times of the year. 

Personal Days (paid)​ – Designated amount of paid time off for employees to handle personal business such as educational pursuits or other personal matters.​​​

Phased Retirement​ – Work schedule arrangement allowing employees to gradually reduce their full-time hours over a period of one or more years.​

Re-Integration Programs Following a Long Absence – Intervention process, empowering the employee and manager t o focus on ability and a safe, timely return to the workplace after a hiatus from work.

Sabbaticals​​ – Paid or unpaid long-term leave for employees to use for purposes such as education, travel, and community involvement.​

Summer Hours – Summer season flexible work hours. 
Teleworking​ – Work schedule arrangement allowing employees to work at home or at remote locations for all or part of their scheduled hours.​

Time Off for Adoption – Protected leave for both men and women for adoption beyond FMLA.​

Unpaid Leave – Leave without pay.

Unpaid Parental Leave – Unpaid protected leave after the birth of a child, for both men and women, not including FMLA.




15.  
Growth and Learning

Providing opportunities for continuous growth and learning for employees, and developing leadership talent and career advancement is key tools used in Excellent Places to Work.  Continuous learning helps update skill sets, as well as expose employees to novel experiences that will help them in their career.  Growth and learning is essential at all levels, since business is constantly evolving.

Employee growth and learning is clearly valued by the 2008 Award Winners, as evidenced by the high scores in this section.  The data in Table 1 (see page 32) indicate that among the organizations receiving the 2008 Workplace Excellence Seal of Approval Award, five of the following benefits are implemented by at least 70% of the recipients: Leadership Training, Professional Memberships, Tuition Reimbursement, Mentoring Programs, and Talent Inventory/Talent Identification/Succession Planning.  50% or more of the recipients implemented each of the eight benefits listed.

	LEARNING AND DEVELOPMENT DEFINITIONS

Career Counseling Services​ – Services offered to employees to assist them in achieving their career goals and objectives. 

Career Mobility Program – Part of organization’s overall career planning program that is designed to encourage employees to transfer positions within the organization for career advancement.

Job Rotation/Exchange – Systematic movement of employees from job to job or project to project within an organization.
Leadership Training – Programs that offer employees training based on business needs.  For example, training could include issues on leadership, management, literacy, tram building, conflict resolution, and sexual harassment.
Mentoring Programs​ – A program that allows employees to engage in coaching and mentoring other employees of all levels. ​ 

Professional Memberships (paid) – Memberships to professional organizations paid for by the employer for employees. ​

Talent Inventory/Identification/​Succession Planning – ​A retention and career development tool that identifies existing workforce talent and fosters new professional capabilities among the workforce.​​

Tuition Reimbursement Program – ​A program that provides full or partial reimbursement for employees’ continued education. ​




16.  
Personal Convenience Services 

In today's society, time is clearly a precious commodity.  As a consequence, personal convenience service benefits are on the rise.  Progressive employers are realizing that they must work to alleviate off-the-job stress and concerns, in order to maintain on-the-job focus and company loyalty.  Personal convenience services have been shown to maximize productivity, decrease absenteeism, attract and retain top talent, boost morale, and help employees effectively balance the competing demands of work and personal life.

The data in Table 5 (see page 36) show that of the twenty-three listed benefits in the Personal Services category, 50% or more of the recipients offer the following seven benefits:  Transportation Subsidy, Personal Financial Planning, Mortgage/Student/Personal Loans, Legal Services, Relocation Services, Employee Referral, and Free Snacks/Drinks at Work.

	PERSONAL CONVENIENCE SERVICES DEFINITIONS

Employee Referral Program​ – Rewards, financial or otherwise, provided to employees for recruiting new members of the workforce into the organization. ​

Free Snacks/Drinks at Work – Free snacks and beverages, such as juice, soda, coffee, and crackers, are provided to employees. ​

Mortgage/Student/Personal Loans – ​Financial assistance for the purchase of a home, education, or personal needs provided by the employer governed by a signed load agreement stipulating parameters for the payback of the loan.

Legal Services – A service provided to employees that assist with legal issues.

Personal Financial Planning​ – Assistance with decisions around management of personal finances provided to the employee through a third-party financial agent.

Personal Travel-Planning Services​ – Services provided by the employer to support employees with personal travel planning.​

Post-Retirement Job Placement – ​Support offered to retirees in selecting other work opportunities.​

Relocation Services – ​Services that assist employees with relocating themselves and their families from one locale to another. 

Subsidized Cafeteria​ – Financial assistance provided by the employer to reduce the cost of employees’ cafeteria meals.

Time Saver Services – Services located on-site, on-line, or via telephone access that support the employee in saving time.  Such resources range from concierge services that offer resource and referral for issues such as childcare or transportation, to on-site car washes and on-site travel agency.

Transportation Subsidy – ​A subsidy offered to employees that partially or fully covers the cost of public transportation to and from work or the cost of parking.


17.
Workforce Wellness
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Employee stress is a common and costly problem. Job stress is defined as the harmful physical and emotional responses that occur when the requirements of a job do not match the capabilities, resources or needs of the worker. In a recent Gallup Poll, 80 percent of workers said they feel stress on the job. Job stress can lead to several problems, including cardiovascular disease, musculoskeletal disorders, psychological disorders, and injury for employees, as well as higher health insurance costs and lost productivity for employers.  

Fortunately, there is a lot that can be done to improve workforce wellness, ranging from designing jobs that provide meaning and stimulation to recognizing employees for good work performance to providing an Employee Assistance Program that offers confidential professional counseling.  Job stress prevention strategies should focus on the causes of job stress, such as long work hours, lack of input in decision making, poor communication, conflicting job expectations, job insecurity, lack of opportunity for advancement, and environmental conditions.  
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During the past five years, the cost of providing healthcare to employees has risen by 63 percent, according to a study of corporate health care costs conducted by consulting firm Towers Perrin. That increase has created a burden for many organizations. As a result, many companies are reducing fixed healthcare costs and are shifting more of these expenses to employees through larger deductibles, more sizable employee contributions, and a greater reliance on consumer-driven health plans.

Not surprisingly, a recent survey revealed that employees place an extremely high value on healthcare coverage. According to a survey of 1,200 adults sponsored by the Center for State and Local Government Excellence, 84 percent of the respondents said that health insurance has become a “very important” characteristic when choosing a new job. In fact, medical insurance outranked all other benefits and offerings in the survey.

In response, the 2008 Workplace Excellence Award Winners are positioning workforce wellness as one of their core business strategies, addressing physical, emotional, intellectual, and spiritual growth.  The Award Winners are implementing many Workforce Wellness benefits and practices.  The data in Table 3 (see page 24) indicate that of the 40 listed benefits in the Health and Wellness category, more than 70% of recipients offer the following 15 benefits:  Dental Coverage, Vision Coverage, Mental Health Services Coverage, Disease Management, Alternative Treatment Options, Prescription Drug Subsidy/Coverage, Nondiscrimination Policy Regarding Sexual Orientation, EAP, Wellness Workshops and Life-Issues Seminars, On-Site Health Screenings/Health Fairs, Ergonomic Evaluations, CPR & First Aid Training, Healthy Food Options in Vending Machines/Cafeteria, Kitchen Facilities, and Storage Space for Equipment.  

The benefits implemented by less than 50% of recipients include: On-Site Fitness Center, Paid Time Off for Health Initiatives, Domestic Violence Education/Prevention Programs, Workplace Excellence On-Site Resource Center, On-Site Healthcare, On-Site Massage Therapy, Post-Retirement Health Benefits, Outdoor Recreation Facilities, Health Reimbursement Arrangements, Consumer Driven Healthcare Plans, and Health Savings Accounts.

	WORKFORCE  WELLNESS DEFINITIONS

Alternative Treatment Options – A variety of therapeutic or preventive health care practices, that are not typically taught or practiced in traditional medical communities and offer treatments that differ from standard medical practice, such as herbal remedies and acupuncture.  

Cafeteria/Flexible Benefits Plans – Benefit plan that allows an employee to have some choice in designing his or her own benefit package by selecting different types and/or levels of benefits that are funded with nontaxable employer dollars. ​

Consumer Driven Healthcare Plans – Most plans include cost-sharing provisions, high deductibles, a health reimbursement account (HRA) or health savings account (HSA), and tools and resources to help employees become more educated healthcare consumers. 

CPR and First Aid Training​ – Training in CPR and First Aid for employees that is offered on-or-ff site at a discounted rate. ​

Dental Coverage – Coverage is provided for dental services, for preventing and controlling dental diseases and promoting dental health.  

Disease Management – A system of coordinated health care interventions and communications for populations with conditions in which patient self-care efforts are significant. 

Domestic Violence Education/Prevention Program –Programs to educate employees about domestic abuse and provide local resources for support.​

Employee Assistance Program (EAP)​ – Services provided free of charge by the employer through outside agencies for employees’ confidential assessment, referral and short-term counseling on issues related to all aspects of life.​​ 

Ergonomic Work Station Evaluations – ​A service that provides employees ergonomic workplace assessment and training.​ 

Health Insurance Subsidy for Children of Domestic Partners – An insurance package made available to employees that includes coverage for children of same-sex partners.

Health Insurance Subsidy for Domestic Partners – An insurance package made available to employees that includes coverage for same-sex partners.

Health Reimbursement Arrangement - A tax-free plan funded solely by employer contributions that may be rolled from one year to the next but is not portable.

Health Risk Assessments – A risk appraisal that emphasizes health education and behavior change, including identifying risks within a population, delivering follow-up interventions for those at risk, tracking and analyzing population health trends over time.

Health Savings Account – A special plan in which money can be deposited into a tax-deferred health savings account from which employees can withdraw money on a pre-tax basis for qualified medical care and expenses.

Healthy Food Options in Vending Machines/Cafeteria – Low fat food items offered in vending machines and/or cafeteria (e.g., baked chips, low-fat granola bars, and fresh fruit.

Insurance Coverage for Infertility – An insurance package made available for the diagnosis and treatment of infertility, and in-vitro fertilization.

Kitchen Facilities – Facilities for preparing and storing food, such as a microwave and refrigerator.​​

Locker Room and Shower for Employee Use – On-site facility provided to employees that offers individual lockers and showers.​​

Long-Term Care Insurance – Financial planning and asset protection tool that pays for custodial and supervisory care to individuals when they can no longer conduct daily activities, or when they suffer a severe cognitive impairment.​​

Mental Health Services Coverage – Coverage is provided for mental health services, such as treatment for depression, attention-deficit/hyperactivity disorder, anxiety disorders, eating disorders, stress, etc. 

Nap/Rest Rooms – Quiet room with a couch, intended for employees to get a break.  

Nondiscrimination Policy Regarding Sexual Orientation – A formal policy regarding discrimination on the basis of sexual orientation.
On-Site Healthcare Services – On-site healthcare services provided to employees, utilizing an on-staff physician, physician’s assistant or nurse practitioner.​​

On-Site Health Screenings/Health Fairs – ​Health services provided to employees on-site or at a community medical center for screenings, flu shots, consultations, etc.

On-Site Fitness Center – ​ Fitness Center located in the organization building.

On-Site Massage Therapy – Massage therapy offered at the workplace.

Outdoor Recreation Facilities – Facilities for playing outdoor sports, such as basketball or volleyball courts.

Paid Time Off for Health Initiatives – ​ Release time for employees to participate in health-related activities (e.g., Bike to Work Day, National Wear Red Day, National Autism Awareness Month, health screenings with off-site provider, etc.) for which the employee’s regular rate, a fixed amount, or a prorated amount of pay is accrued and paid to the employee.

Prescription Drug Subsidy/Coverage – Insurance that covers prescription drugs at participating pharmacies, providing protection for people who have high drug costs. 

Post-Retirement Health Insurance Benefits – ​Subsidized health insurance package for eligible retirees.

Recreational Sports Teams Sponsored by Organization – ​ Employee sports teams (e.g., softball, flag football, etc.).

Smoking Cessation – Scheduled activities and meetings designed to help others stop the habit of smoking.​

Storage Space for Equipment – Space to store equipment, such as racks for bicycles, storage area for in-line skates and yoga mats.​​

Subsidized Sports and Physical Fitness Program – ​A policy wherein the employer subsidizes employees’ memberships to local sports and fitness centers.

Support Groups for Employees with Special Interests – Support groups that assist employees with work/life issues that can be arranged on-site, after work hours or during lunch.​

Violence in the Workplace Prevention Program –  Violence prevention programs that educate the workforce about the threat of violence in the workplace, violence prevention mechanisms, and crisis management plans.​​

Vision Coverage – Coverage is provided for vision services such as evaluation and assessment of visual functioning, including the diagnosis and appraisal of specific visual disorders, delays and abilities.   

Wellness Workshops and Life-Issues Seminars​ – Wellness programs focused on helping employees balance their work and life issues.​​

Workplace Excellence Resource and Referral ​– Services that provide employees with community resources, products and services that support the workforce’s need to integrate work and life roles.​​

Work/life Resource Center – An on-site resource center that provides information relating to work/life issues.​




18.  
Total Rewards 

Excellent Places to Work recognize the importance of a comprehensive compensation philosophy in driving performance, and attracting and retaining top talent.  All total rewards models understand the value of leveraging multiple programs and practices to engage the best employees, contributing to improved business performance and results.  Therefore, to be effective, total rewards must operate in the context of overall business strategy and organizational culture. Thriving organizations recognize that productive employees create value for their organizations via time, talent, effort and results in return for tangible and intangible value that enriches their lives, including compensation, benefits, workplace excellence benefits, performance and recognition, and development and career opportunities.

Total rewards plans acknowledge employee contributions and reinforce the value of performance improvement, promote continued improvement, formalize the process of showing appreciation, provide positive feedback, and foster communication of valued behavior and activities. According to Monster Worldwide, 82 percent of American employees would accept a pay cut if it meant enjoying a more rewarding career.  However, Kronos Inc. and Harris Interactive note in a joint survey that competitive pay tops the list of benefits employees want to receive.  Hence, while strategically designed compensation and benefits programs remain crucial, the most successful companies have realized that they must take a much broader look at the factors involved in attraction, motivation and retention.
Total Rewards is an area well addressed by the 2008 Award Winners.  There were 11 benefits listed in the Total Rewards section of the 2008 Workplace Excellence Seal of Approval Application.  The data in Table 6  (see page 37) indicate that 70% or more of the organizations receiving the 2008 Workplace Excellence Seal of Approval Award implement six of these benefits: Retirement Plan, Organization Matching or Contributions, Employee Performance Bonuses, Process to Resolve Compensation Grievances, Special Employee Performance Recognition Programs, and Spot Bonuses. 

	TOTAL REWARDS DEFINITIONS

Employee Performance Bonuses – Financial bonus used to reward an employee’s special efforts and high performance on projects or special assignments.

Employee Stock Ownership Program (ESOP) – A qualified, defined contribution, employee benefit (ERISA) plan designed to invest primarily in the stock of the sponsoring employer.

Employee Stock Purchase Plan (ESPP) – A company-run program in which participating employees can purchase company shares at a discounted price.

Organization Matching or Contributions  - A financial employer contribution to the employee’s employer-sponsored retirement plan. The contribution is based on elective deferral contributions made by the employee.

Pension Plan – A retirement plan, usually tax exempt, wherein the employer makes financial contributions for the employee.

Process to Resolve Compensation Grievances – Process for employees who believe that they are improperly compensated. 

Profit Sharing – A plan that gives employees a share in the profits of the company.

Retirement Plan (401(k)/403b) – A financial investment in which both contributions and growth are tax-deferred, to provide people with an income during retirement.

Special Employee Performance Recognition Programs – Programs recognizing employee accomplishments. 

Spot Bonuses - Unscheduled bonuses awarded to an employee for a "job well done."

Stock Options – Options to purchase stock in the company at a discounted rate.



19.
Employee Voice Survey

An Employee Voice Survey was administered on-line to a randomly sampled minimum of 5% of each applying organization’s workforce.  The survey was developed by the Alliance for Workplace Excellence and primarily focused on workplace excellence at the applying organizations.  The purpose was to help the Alliance understand the applying organizations’ employees’ perspectives regarding their organization’s qualifications as an excellent place to work.  A total of 2,354 responses from Workplace Excellence Award Winner organizations were received.  

The majority of respondents were female (63%).  The most common age ranges of the respondents were 23-37 (35%) and 38-57 (53%).  Most respondents were married (65%).  The employment level of the respondents was 34% management, 45% salaried staff, and 22% hourly staff.  Nearly all of the respondents were full-time employees (95%).

The majority of the respondents feel positive—overall—about the organizations for which they work.  Specifically, 84% of respondents are either satisfied or very satisfied working at their organization.  Respondents were particularly affirmative with respect to: awareness of and understanding of their organizations’ Excellent Place to Work programs and benefits (89%), perceiving their organization as an Excellence Place to Work (88%), provision of equal opportunities for recognition and advancement for all employees, regardless of gender, ethnic affiliation, sexual orientation, national origin, etc. (83%), importance of a flexible schedule in keeping them at their organization (83%), their ability to manage their personal/family needs while achieving their professional goals as a result of utilizing their organizations’ Excellent Place to Work programs and benefits (83%), their organization keeping them regularly informed about matters that are relevant to their job (78%), and their organization's interest in the well-being of its employees which makes them more loyal, committed and effective (79%).

When asked to indicate the reasons for which employees choose to stay at their organization, the most common responses were culture and environment, flexible work arrangements and time off, and compensation/benefits package.
  When asked to indicate the reasons for which employees voluntarily leave their organization, the most common responses were personal or family reasons, and more attractive compensation/benefits packages offered by other companies.  When asked to indicate the reasons for which people consider working at their organization, the most common responses were the culture and environment, and the compensation/benefits package.

The major themes found in an analysis of the responses to the open-ended question, “List the top two reasons why you choose to work at your organization,” revealed that respondents seemed particularly positive concerning: 

· Flexible work arrangements and time off

· Culture and environment

· Leadership/supervisor

· Compensation package

· Location, proximity to home

· Benefits package

· Co-workers

· Organization’s reputation in the industry

· Work itself, challenging and interesting work

· Growth potential

· Job security 

When asked, “What suggestions do you have to enhance your organization as an Excellent Place to Work?” numerous ideas were offered.  Specific suggestions provided include:

· Increase salary

· Enhance benefits package

· Expand flexibility, including more telework opportunities

· Improve overall communication between employees and management 

· Provide more opportunities for advancement, career paths

· Give more recognition

· Offer more environmentally-friendly practices

· Offer more leaning and development/training opportunities.

20.
Conclusion

The 2008 Workplace Excellence Seal of Approval Award winners represent all major business sectors, a healthy cross-section of industries, and 13 counties in the Greater Washington, DC Area. 

The 62 2008 Award Winners have demonstrated exemplary commitment in their workplace environments, management practices, communication, emergency preparedness programs, diversity practices, and workplace excellence benefits and practice.  Further, they have showed exceptional global corporate citizenship.  Dedication to workplace excellence is critical since employees play a central role in any organization’s success.  One constant over the past decade is that the best companies still outperform their peers. 

Cultivating workplace excellence strengthens business, families and society.  Viewing the employee as a high leverage variable and taking measures to alleviate their stress goes a long way in terms of helping organizations’ compete successfully through improved performance,
reduced costs, and enhanced profitability.  This year’s Workplace Excellence Award Winners consider cultivating workplace excellence as a way of doing business day in and day out, rather than as a benefit or program.  Each Award Winner has contributed to improving the quality of life of their workforce and the community at-large.  
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While a large percentage of employees around the globe are distrustful of executives, they seem to trust direct supervisors.  A survey of 7,500 workers on four continents, by the consulting company BlessingWhite of Princeton, New Jersey, found little variation.  Specifically, in the United States, Canada and Mexico, 75 percent of those surveyed trust their manager, but only 53 percent trust senior management. According to BlessingWhite, the findings demonstrate a correlation between an employee’s trust of management and their own engagement. Of the almost 30 percent of North American workers who identify themselves as “fully engaged,” 91 percent trust managers and 80 percent put their trust in top executives.











Organizations that maintain a positive cultural influence over customers, stockholders, and employees do better economically than organizations that do not maintain similar positive cultural traits. 











Managers play a critical role in the lives of their employees and in the life of the organization. 





Research by the Great Place to Work Institute revealed that trust is vital to a positive culture. In Excellent Places to Work, employees trust managers who are concerned about their happiness, listen and respond to their input, are open and sincere about change, and consistently act within the organization's values. 





Valuing diversity in the workplace refers to creating a workplace that respects and includes differences, recognizing the unique contributions that employees with many types of differences can make, and creating a work environment that maximizes the potential of all employees. 





Using the Execution Quotient Questionnaire, Harris Interactive and FranklinCovey recently polled 23,000 U.S. residents employed full time within key industries and in key functional areas. The findings indicate that:


Only 37% of respondents believed they have a clear understanding of what their organization is trying to achieve and why.  


Only 1 in 5 employees said they have a clear “line of sight” between their tasks and their team’s and organization’s goals. 


Only 15% felt they worked in a high-trust environment. 





Preliminary studies, including one conducted by the Canada Green Building Council, have linked eco-friendly indoor environments to higher productivity and less absenteeism.











A recent poll on green employment by MonsterTRAK.com, a job Web site geared toward students and entry-level hires, found that 80% of young professionals are interested in securing a job that has a positive impact on the environment, and 92% would be more inclined to work for a company that is environmentally friendly. 











Environmentallly efforts are soaring.  The U.S. Green Building Council, a nonprofit organization that awards Leadership in Energy and Environmental Design (LEED) ratings to buildings that meet a variety of environmental standards, says 2.2 billion square feet of commercial construction have been registered in just seven months, which is much less time than the seven years it took the council to register the first one billion square feet.








A Watson Wyatt study found an increase in shareholder returns due to flexible work arrangements. It can cost 150 percent of a salaried worker's pay for a company to find, hire, and train a new person. And 73 percent of employees with high flexibility -- versus 54 percent of those with low flexibility -- will likely be at the same job the next year.











Job stress costs more than $300 billion a year for U.S. industries, according to the American Institute of Stress. This price tag includes accidents, absenteeism, employee turnover and diminished productivity, as well as direct medical, legal and insurance costs to business owners.





Health care expenditures are nearly 50 percent greater for workers who report high levels of stress, according to the Journal of Occupational and Environmental Medicine.





Awarding financial incentives to employees that participate in health and wellness programs is a growing trend among U.S. employers
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