Introduction
It starts with one.
One person or organization has the power to make unique decisions and create meaningful
and impactful change and innovation. One person or organization has the power to spark a
positive change and create a ripple effect among other individuals and organizations. One
person or organization can change a life inside or outside of their workplace. One person or
organization has the ability to illuminate the workplace and make it better.
The NorthCoast 99 winners exemplify what it means to do this. They share stories and
examples of initiating a unique workplace change, impacting their community in a creative and
meaningful way, having the courage to lead by example, and inspiring other organizations in
Northeast Ohio to do the same. These practices, programs, and ideas started with just one
person, one group or team, or one organization and several have grown into inventive and
popular workplace practices.
Within this report, we share so many of these compelling, inspiring, and innovative stories and
examples. We also summarize the ripple effect of these practices - the common ways that the
2013 NorthCoast 99 winners are creating great workplaces that attract, retain, and motivate top
performers. In addition, we share winner benchmarks that employers can use to measure and
compare their workplace and impact.
It is our hope in sharing these many insights, stories, examples, comparisons, and benchmarks,
that your organization will be compelled to join the movement that the NorthCoast 99 Winners
have started to create a great workplace, lead by example, do something unique, empower your
employees to make positive changes in your business, and help create a ripple effect of positive
workplace and business change and innovation in our Northeast Ohio community.
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Overview & Methodology
Overview of the NorthCoast 99 Program
NorthCoast 99 is an annual recognition program that honors 99 great workplaces for top talent
in Northeast Ohio. The program was developed and is presented by ERC, Northeast Ohio’s
leading and largest professional organization dedicated to HR practices, programs, and
services. Since 1999, hundreds of organizations have been nominated and applied for the
award, and the program has recognized over 400 organizations that excel in the attraction,
retention, and engagement of top performers. Several past winners have also been recognized
through other regional and national programs such as the Fortune 100 Best Places to Work,
Working Mothers 100 Best Companies for Working Mothers, and Ohio's Best Companies.
Great workplaces excel in the attraction, retention, and motivation of top performers by
maintaining a culture and a foundation of organizational policies and practices that are designed
to support the needs of these employees.

The Importance of Top Performers
Top performers fuel the economy. Workplaces that excel in the attraction, retention, and
motivation of top performers have a competitive advantage in the marketplace. This competitive
advantage helps organizations become more innovative and successful. Successful
organizations grow and create opportunities for new jobs. Ultimately, an economy filled with
great workplaces will attract great talent, be more successful, grow, and create new jobs.

Role of ERC
ERC uses the data and information obtained through this program to assist local organizations
in developing programs that help them attract, retain, and motivate great employees. Best
practices data are communicated and applied through speaking engagements, consulting
projects, research, and training.
By helping organizations implement workplace best practices, ERC is helping to create a
competitive advantage for area employers, allowing them to develop great jobs and attract and
retain even better talent in the region. In this way, the NorthCoast 99 serves as a model for
economic development.
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Methodology
This report was compiled using information submitted through the NorthCoast 99 Award
application process. Such information included self-reported responses to closed and openended questions, submissions of human resource materials, and employee feedback. An
overview of the application and evaluation process is provided below.

Application Process
NorthCoast 99 applicants completed and submitted a variety of information to be evaluated for
the 2013 NorthCoast 99 Award between February 5th and April 19th. Components in the
application included:

Policy Submission
Applicants submitted 10 common employment policies to be considered for the award including
policies related to hiring, training and development, paid time off, benefits eligibility, and
compensation.

New-Hire Survey
Applicants selected three employees hired in 2012 and employed in Northeast Ohio to complete
an online survey on the effectiveness of their organization's recruiting, selection, new-hire
engagement, and on-boarding initiatives.

Top Performer Engagement Survey
Applicants selected a number of top performers (based on the size of their organization) from
their organization to complete an online survey measuring engagement.

Top Performer Workplace Practices Audit
Applicants completed a comprehensive online questionnaire that asked for detailed information
about their organization's policies and practices in the areas of recruiting and selection;
compensation, benefits, and rewards; training and development; and culture, leadership, and
innovation.

Special Awards
All applicants were considered for special awards based on information provided in their
submissions. Applicants also had the ability to provide more information to be considered for
special awards.

Evaluation
The evaluation period took place between February 5th to April 19th. Winners were evaluated
based on the degree to which their workplace practices were aligned with the attraction,
retention, and engagement of top performers. Each aspect of the application was scored and
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weighted numerically based on extensive analysis of top performer feedback. Scores were
ranked in order from highest to lowest and the top organizations were designated as the 2013
NorthCoast 99 winners.

Report Compilation
This report was compiled between June and August of 2013. It is comprised of aggregate data
based on information submitted by winners. The sections of this report are organized in the
following manner:

Winner Best Practices
This section provides a summary of winner best practices and highlights commonalities and
noteworthy insights about winners in a given workplace topic area.

Winner Stories & Examples
This section highlights unique and creative stories, examples, and innovations provided by
winners (if supplied in the application) for a given workplace topic area.

Winner Benchmarks
This section provides any applicable statistical benchmark data gathered in the application
process for a given workplace topic area. The data is broken out by all winners, industry type,
and number of employees in Northeast Ohio.
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NorthCoast 99 Winners
2013 Winners
Akron Children's Hospital
Akron General Health System
Alexander Mann Solutions
AMRESCO LLC
Apple Growth Partners
Applied Industrial Technologies
Avery Dennison
Baker Hostetler
Barnes Wendling
BCG & Company
Benesch, Friedlander, Coplan & Aronoff
LLP
Bialosky + Partners Architects
CardPak, Inc.
CASNET
CBIZ, Inc.
Centric Consulting
Certified Angus Beef LLC
Ciuni & Panichi, Inc.
Clark-Reliance Corp.
Cleveland Clinic
Cleveland Indians
Cleveland Metroparks
Cleveland State University
Cliffs Natural Resources
Cohen & Company
Constant Aviation
Cuyahoga Community College
Direct Recruiters, Inc.
Earnest
Easy2 Technologies
EBO Group Inc.
Eliza Jennings
Embrace Pet Insurance
EMH Health Care
EMP Management Group, Ltd.
Excelas, LLC
Federal Reserve Bank of Cleveland
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FedEx Custom Critical
Findaway World
Flight Options
Foundation Software, Inc.
Freeman Manufacturing & Supply Co.
Gardiner Trane
Great Lakes Brewing Co.
Hathaway Brown School
Howard, Wershbale & Co.
Human Arc
Hyland Software
InfoCision Management Corp.
Jennings Center for Older Adults
Kaiser Permanente
Kingston of Vermilion
KPMG LLP
Lachina
Lake Health
LOGOS Communications, Inc. DBA Black
Box Network Services
Lorain County Community College
Main Street Gourmet
Majestic Steel USA, Inc.
mbi k2m Architecture, Inc
MCPc, Inc.
Mercy
MRI Software
National Association of College Stores
Newry Corp.
Noble-Davis Consulting, Inc.
OEConnection LLC
Panther Expedited Services, Inc.
Park Place Technologies
Paycor, Inc.
Pease & Associates, Inc.
Plante Moran
Pomerene Hospital
PRC Medical
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Robinson Memorial Hospital
Ryan, LLC
SD Myers, Inc.
SecureState
Shearer's Foods, Inc.
ShurTech Brands, LLC
Skoda Minotti
Southwest General Health Center
Sterling Jewelers Inc.
Stout Risius Ross, Inc.
Summa Health System
Swagelok Company
TDA Architecture
TES Engineering
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The Cleveland Foundation
The Garland Company, Inc.
The Lubrizol Corporation
The MetroHealth System
The Reserves Network
The Shamrock Companies, Inc.
TSG Resources, Inc.
University Hospitals
Vocon
Wayne Homes
Western Reserve Hospital
Wolters Kluwer Health- Lexicomp
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Winner Demographics
NorthCoast 99 winners represent a broad range of industries, sizes, counties, revenues, and
years in business. This section provides a breakdown of winners’ demographics. Note that
percentages may not total 100% exactly in some cases due to rounding of decimals.

Industry Type
Percent
Advertising/Marketing

1%

Construction

1%

Consulting

6%

Distribution

2%

Education

4%

Engineering

1%

Finance/Insurance/Real Estate

6%

Health and Human Services

0%

Hospital

12%

Legal Services

2%

Management Services

3%

Manufacturing

15%

Mining

1%

Other For-Profit

18%

Other Non-Profit

5%

Parks and Recreation

1%

Professional Sports

1%

Retail Trade

1%

Technology

12%

Transportation and Public Utilities

3%
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Annual Revenue
Percent
Under $5 million

10%

$5 - $30 million

27%

$30 - $100 million

22%

Over $100 million

28%

N/A - Non-profit

13%

Number of Employees (in Northeast Ohio)
Percent
1-50

23%

51-200

32%

201-500

17%

Over 500

28%

Years in Business
Percent
Less than 20

17%

20-49

43%

50-99

25%

100+

15%
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County
Percent
Cuyahoga

62%

Geauga

1%

Holmes

1%

Lake

5%

Lorain

7%

Medina

3%

Portage

1%

Stark

3%

Summit

16%

Wayne

1%

Total Wins
Percent
1st time winners

5%

2 time winners

10%

3 time winners

14%

4 time winners

8%

5 time winners

10%

6 time winners

5%

7 time winners

7%

8 time winners

4%

9 time winners

7%

10 time winners

11%

11 time winners

5%

12 time winners

6%

13 time winners

3%

14 time winners

4%

15 time winners

1%
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Special Award Winners: Workplace &
Community Impact
The following organizations are winners of the Workplace & Community Impact Award which
awards organizations that embody the spirit of the NorthCoast 99 award and our 2013 theme of
"It starts with one." These organizations are awarded for making a unique and remarkable
impact on the community and in the workplace, and leading by example through the practices
they demonstrated in the application.

Majestic Steel
Majestic Steel truly makes a difference in the local community, to the people of Northeast Ohio,
and to its employees. The organization partners with many charitable, community, educational,
civic, and business organizations in Northeast Ohio to champion programs that benefit the
community. In 2012 alone, the organization:












Raised more than $462,000 benefiting the Hunger Network of Greater Cleveland, the
Achievement Centers for Children, the American Red Cross of Greater Cleveland, and Toys
for Tots.
Was the title sponsor for the 24th Annual Majestic Steel Walk for Hunger, which raised over
$150,000 to support the Hunger Network of Greater Cleveland.
Supported the Achievement Centers for Children’s "A Most Excellent Race," through title
sponsorship, donations, participation, and volunteerism. Helped raise over $100,000 for
Camp Cheerful - a summer recreational program for children and adults with disabilities.
Was the presenting sponsor for the 2012 American Red Cross Hero Awards.
Partnered with the Cleveland Browns and the United States Marine Corps in the
"Touchdown for Tots" program, a monetary and gift donation drive that provides hope and
support for families during the holidays, raising over $37,000 in both monetary and toy
donations for Northeast Ohio.
Participated in numerous community events during the year including Playhouse Square’s
"Jump Back Ball," "Shut Out Hunger" campaign for the Hunger Network of Greater
Cleveland, "Up to Bat VIP Workout Day" with the Achievement Centers for Children, and
"Fire Safety Walks" with the American Red Cross of Greater Cleveland and the Cleveland
Fire Department.
Initiated the Majestic Steel/Cleveland Cavaliers scholarship program, awarding four $2,000
scholarships to students pursuing a manufacturing career.

Majestic Steel cites so many unique practices and examples of how it makes a difference not
only in Northeast Ohio, but also in the lives of its employees. Majestic Steel leads by example in
the workplace by fostering ownership, entrepreneurship, creativity, and innovation. The
organization empowers employees to also make a difference. Leaders encourage an
entrepreneurial spirit and support employees with an incredible amount of opportunities for
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collaboration, an innovative workspace, state-of-the-art equipment, cutting edge technology,
efficient work stations, mobile technology capabilities, and tons of development opportunities.
Employees frequently attend seminars, professional conferences, conventions, networking
events, supplier and customer tours, and webinars; and subscribe to countless industry and
professional publications. Leaders regularly host meetings with employees, chat and eat lunch
with them, and invest significant time in listening and encouraging employees to "breathe life
into their ideas." Employees have the ability to present new ideas and recommendations,
implement their ideas, and directly impact their area and the organization as a whole. Then,
they are rewarded generously for those ideas through rewards and personalized recognition
and appreciation. Not only that, but Majestic Steel shows remarkable practices in the area of
work/life balance by providing multiple opportunities to accommodate employees through
modified schedules, workload adjustments, and a variety of other customized modifications to
support its employees.
Unique to 2012, a non-management employee at Majestic Steel initiated a charitable project in
which she proposed, gained approval for, and created the organization’s first cookbook. She
reached out to employees and requested signature dishes and family recipes to contribute to
the creation of the cookbook and held a contest to name it. She also recruited employees with
specific skill sets to participate on the project, including those that designed the cookbook,
inputted recipes, edited the content, and assisted with distribution. The final product of the
team’s efforts was a cookbook with over 350 recipes. The cookbooks were sold to employees
and their families and friends and all proceeds from the books benefited the Ronald McDonald
House. It was such a success and received so much positive feedback that it was used as the
company’s holiday gift for its customers, vendors, and business partners and resulted in other
significantly positive outcomes for the organization.

University Hospitals
University Hospitals embodies the spirit of making a difference. In 2012, UH dedicated an
estimated $245 million in community benefit contributions and more than $1 billion since the
recession began. These benefits include charitable and subsidized health care, public health
outreach, medical education, and life-saving clinical research.
From their first days with the organization, employees are welcomed by one of the members of
UH's Executive Council and learn about the importance of "being the difference." Many of the
organization's workplace initiatives support this philosophy. UH's culture empowers nonmanagement employees to lead the organization and make decisions relative to clinical
outcomes, quality improvement, recruitment, retention, professional development, and more. As
an example, the organization hosted a "Pediatric Innovation Day" in which any UH employee
could provide ideas on how to provide better care to pediatric patients.
Additionally, the organization
out to employees including
leadership, a unique "UH
nominations in 2012, a work

boasts a number of innovative practices and programs that reach
providing meaningful advancement opportunities to women in
Appreciates" program which received 32,008 recognitions/
environment that supports and is flexible to employees' needs, a
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strong emphasis on supporting employees' well-being, and a focused effort on employee
engagement.
But most notably, in 2012, UH launched several new programs to develop lower skilled
residents in Northeast Ohio. The programs are designed to address personal challenges that
employees and prospective employees face in advancing their careers such as lack of soft
skills, lack of self-efficacy, and self-confidence, low literacy and numeracy levels, lack of formal
and informal mentoring, difficulties in attending school, and lack of career opportunities. After
they identified these challenges, UH partnered and collaborated with various community
organizations, drawing upon their strengths and areas of expertise, to create teams that deliver
various workforce development programs. These programs include:








An external workforce development program in collaboration with New Bridge, Towards
Employment, and the Employment Connection which has resulted in a high number of
participants being hired.
A "Bridge to Your Future" program which is a bridge to college program designed to help
employees who desire to develop their career at UH by going to college to pursue a
degree/certificate.
A career development series to provide employees with information about career
opportunities, how to navigate the recruiting/hiring system, and how to present themselves
as a candidate as well as assistance with resume writing, career exploration, mock
interviewing, and career coaching.
A "Pathway to PCA" program in collaboration with Towards Employment which allows
employees from service departments (janitorial, patient transport, etc.) to participate in 5
weeks of technical and soft skills training to work as nursing assistants. This program
presented a new opportunity for service employees to move into patient care and up into a
career ladder.

As a result of these programs, UH cited some impressive stats relative to strong participation,
increases in internal hiring, more non-degreed individuals hired, and a notable number of
placements in meaningful jobs.

Wayne Homes
Wayne Homes has a truly exceptional workplace and strives to be world-class in the community
and with its customers and employees. Central to its workplace is a culture of empowerment
that allows non-management employees to represent the business, the freedom to make
decisions about the organization, the flexibility to have their suggestions implemented, and
positive reinforcement/recognition for their contributions.
Wayne Homes has a special committee of non-management top performing employees who
meet quarterly to discuss improvements to the business and enhance customer experiences. In
addition to a slew of innovations to the customer experience as well as the organization's
wellness program, one of the most innovative workplace programs that this committee created
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was the "Random Acts of Kindness" program which promotes volunteer work and community
involvement. Every employee receives two paid days off per year to go out and work in the
community, such as at food banks, homeless shelters, and other places in Northeast Ohio.
Employees are asked to take photos and send stories of their volunteer experiences to a
committee which creates an internal "Random Acts of Kindness" newsletter, which showcases
the volunteers as a way of encouraging and inspiring other employees to make a difference.
The organization also has a Not-So-Random Acts of Kindness program that uniquely engages
its customers in community efforts. Its prospects and customers are invited to bring nonperishable food, gently-used clothing, and other useful contributions to the organization's sales
center locations. Additionally, for every new home sold during that period, Wayne Homes
contributes $100 to the charity of the buyer’s choice. It also participates in numerous other
community involvement efforts supporting the local community, including hosting a semi-annual
blood drive and sponsoring children of local families in its Share-a-Christmas program, among
others.
Beyond this program, the organization is extremely supportive of employee development. It
constantly asks its employees what they would like to learn next and has instituted a unique
"Level-Up Training" program which provides its employees with training and skills to help them
excel in their current positions, challenge them, and assists them in gaining experience for
potential promotions. It also has a workplace with a "family first" culture and leads by example in
terms of supporting employees' well-being and work/life balance.

Special Award Winners: Top Scorers
The following organizations are winners of the Top Scorer Award. This award recognizes
organizations in three size categories (small: 1-50 employees, mid-size: 51-500 employees,
large: over 500 employees) for receiving the highest score on the application within their
organizational size category. These organizations are also making an incredibly positive impact
in their workplace.

KPMG LLP (Large Organization, Over 500 Employees)
KPMG has created a "High Performance Culture," supported by a unique program it created in
2012 called "The Next Level" which supports and drives the message of a "High Performance
Culture" and communicates to employees how they can be a top performer. The program
resulted in the creation of an internal website that is available to all employees about leading in
a "High Performance Culture." It has an online magazine layout and high impact visuals. Within
this website are best practices, tips, success stories, and video interviews of effective top
performers as well as libraries of expectations, skills, knowledge, training, and abilities for all
practices and all levels of the organization. These resources provide actual real-life examples of
behaviors and actions that the organization is seeking from its employees.
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Additionally, the organization succeeds at attracting and hiring top performers. All hiring
managers, recruiters, and interviewers undergo "Hiring Top Performers" training. KPMG has
also created a mobile "Branding U" app which has articles, videos, and tips for its job applicants;
uses a highly successful internship program to hire many of its candidates (with a rate of hiring
98% of interns into future positions); publishes a magazine which tells prospective applicants
about its internships, new-hires, and mobility in the firm; and has initiated a "high-touch" onboarding process to build strong connections with new-hires.
KPMG retains top performers with exceptional compensation, rewards and recognition, benefits,
training and development, and employee programs. The organization provides pay increases
averaging 9.6% to top performers and 7.2% overall to all employees, almost all employees are
eligible for bonuses, and it also offers a few rewards and recognition programs that recognize
employees for their contributions, achievements, and service with the organization. The
organization offers generous above-market benefits including pet insurance, elder care and
child care, and back-up family care.
The organization invests a great deal of time and money in employee development. On
average, employees spent over 100 hours on training in 2012, and top performers spent over
150 hours. The organization provides all kinds of opportunities to help its employees develop
including mentoring, career counseling/coaching; the ability to attend workshops, courses, and
conferences; online learning; knowledge sharing groups; and more. Employees also have the
ability to work on many challenges and get involved in a variety of councils to improve the
workplace.
KPMG also has an "Employee Career Architecture" website which provides employees with the
tools they need to identify opportunities, career paths, and skills needed to get to the next level;
allows them to chart a career development plan specific to each function of the organization;
and review their skills, behaviors, and competencies. A strong performance management
process, called the PML program, is also the backbone of the organization, which stresses the
importance of engagement, management, mentoring, and upward feedback.
Finally, the organization supports its employees in a number of ways. All employees are eligible
to use a variety of flexible scheduling options, and top performers are able to use these options
long-term. Paid parental leave, a paid sabbatical program providing 4-12 week sabbaticals, and
several health and wellness programs are also offered to employees. Leaders strive to engage
employees through periodic "Partner Lunches" with employees; handwritten notes to employees
and their spouses/family members, stressing the difference the employee has made personally,
the growth they see in them, and that all of the hours and hard work they put in every day
makes a difference; and a number of other efforts.

Ciuni & Panichi (Mid-Sized Organization, 51-500 Employees)
Ciuni and Panichi is extremely dedicated to creating a family-feel work environment that is
focused on values, ethics, and community service.
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The firm rewards its employees in a number of ways. Employees can receive bonuses for
business development, exceeding hours worked, and recruiting. They are also awarded gift
cards throughout the year when they exceed leaders' expectations on a project, which are
mailed home with a handwritten thank you note from the partner heading the project, thanking
the employee for their hard work and dedication. Handwritten notes are also given for various
employment anniversaries and accomplishing a professional goal. Additionally, the organization
also shows gratitude by hosting a monthly cake day to recognize birthdays and anniversaries,
formal employee party, summer golf outing, fall picnic, and pre-busy season family event.
The organization is very supportive of its employees. Employees are given control over their
schedule - they are able to work from home, use flex time, and work reduced hours. It allows
employees to attend work events, volunteer activities, and board meetings without using paid
time off. Employees are given six half-day Fridays between July and August. During busy
season, the organization provides healthy weekday dinners, weekend lunches, and snacks to
reduce strain on its staff. Additionally, the organization offers free financial planning to
employees.
The organization assigns its top performers its most challenging business issues, prepares midlevel performers for manager roles, encourages strong performers to join local non-profit boards
and participate in the firm-sponsored board membership training program, and promotes
participation in various community events to build relationships. Also, employees are always
encouraged to attend seminars relevant to their field, can take time away from work to do so,
and training is paid in full by the firm. The organization also has a small focus group in which top
performers can learn various business development skills from successful leaders within the
firm. In addition to off-site training, the organization provides a variety of on-site training to
employees on skills such as business writing, presentation, and verbal communication skills.
Mentoring plays a significant role in the development of top performers at the firm. The firm
assigns top performers mentors, based on their strengths, potential, and who can best develop
those within the employee, to encourage them to develop, monitor their progress, and provide
feedback and guidance. Employees can also participate in five employee-comprised
committees to help lead the firm and enhance the culture.

Noble Davis Consulting (Small Organization, 1-50 Employees)
Noble Davis Consulting's culture is very entrepreneurial. It trusts its employees to "own" their
work and run their area, with the firm there to protect and develop them. Employees can work at
their own pace, volunteer to take on more work, take ownership of their client work, and earn
generous pay increases and bonuses (sometimes exceeding $25,000) based on their efficiency.
Employees even helped write the organization's mission statement, assist in shaping the
policies and procedures of the firm, and help decide when to hire and obtain new resources,
with the many opportunities they have to provide their feedback.
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The organization's top focus is on work/life balance, primarily because it was founded and
managed by working mothers. All employees have the opportunity to work flexible schedules,
and nearly all have the option to work at home. Employees aren't assigned work, there are no
start and end times, there is no official time off, and the only expectation is that employees keep
clients happy and get their work done well and on time. Employees have complete freedom to
decide how and when their work is completed.
The firm is very supportive of employees' professional development. In fact, on average, each
employee spent more than 100 hours on training and development last year, and each top
performer spent more than 150 hours on training and development. Employees even have their
own training budget which allows them to attend the courses they desire. The organization also
offers in-house training based on its employees' suggestions to teach its staff about
organization, stress reduction, customer service, and time management skills, as well as weekly
webcasts. Employees are also encouraged to take on more responsibility and meaningful
assignments. In addition, the organization has a comprehensive coaching process in which the
president meets one-on-one with all employees each quarter to set mutual goals, discuss career
opportunities, mentor them, and talk about their needs.
Most importantly, the organization's leaders lead by example and with kindness. The
organization takes its staff and their families on a "Weekend Away" termed as the "Super Happy
Fun Time" weekend to say thank you. Employees get to meet each other's spouses and get
their kids together, with the majority of the trip paid for by the organization. Additionally, the
organization holds an employee appreciation week at the end of a major deadline period which
includes a brunch prepared and served by the owners, a trip to play Whirlyball, a catered lunch,
and a raffle with items like iPADs, massages, etc. Its owners prepare a home cooked meal
during busy time for each of the staff to take home so they can have a night off. They also
babysit for the staff, help fill in to help with their work when needed, and randomly send out gift
cards to employees who do remarkable work. Finally, it supports employees with generous
benefits; has continued to pay 90% of the premium for health and dental insurance without
adding costs to employees; offers on-site yoga classes; and provides a healthy snack program,
a weight loss club, and hot, fresh chocolate cookies once a week.
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New-Hire Perspectives
Each organization that applied for the NorthCoast 99 award was required to choose 3
employees hired in the past year to complete the New-Hire Survey. A total of 459 new-hires
participated in the survey.
New-hires were asked to rate the effectiveness of their organization's recruiting, selection, newhire engagement, and on-boarding initiatives on a 6-point scale measuring their degree of
agreement. New-hires were not asked to provide any demographic information.
The percentages below indicate the percentage of new-hires who rated these components of
their organization’s recruitment, selection, new-hire engagement, and on-boarding process as
either “strongly agree” or “agree.”
Percent of new-hires who…
Believe their organization knew what they were looking
for in terms of skills, competencies, and characteristics
during the hiring process
Believe their organization balanced evaluating cultural
and personality fit with skills and qualifications in the
selection process
Say their organization’s hiring process appeared
streamlined and seamless
Say their organization’s hiring process appeared wellorganized
Say their organization made them aware of clear steps in
the hiring process
Were frequently updated and well-informed throughout
the hiring process
Understood where they stood at most stages of the hiring
process
Were communicated with at most stages of the hiring
process and informed of next steps
Felt their organization responded to their questions during
the hiring process in a timely manner
Believe their organization helped them understand the
position and business during the hiring process
Felt their organization’s hiring staff was responsive,
professional, and friendly
Were provided with an honest and realistic perspective of
their job and the organization during the hiring process
Were given sufficient on-the-job training to be successful
on the job
Were encouraged to seek training and development as a
new-hire
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All

Winners

97%

97%

NonWinners
97%

95%

96%

95%

88%

89%

88%

90%

90%

87%

90%

90%

89%

90%

90%

88%

87%

88%

86%

93%

94%

89%

98%

98%

98%

93%

93%

95%

98%

98%

97%

91%

91%

91%

82%

82%

81%

84%

85%

81%
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Percent of new-hires who…
Were provided with an orientation or briefing on the
organization’s policies and procedures
Were provided with a mentor or buddy to help them get
acclimated in the organization
Were able to meet the leaders of the organization during
on-boarding
Said their supervisor took time to get to know them during
on-boarding
Believe their organization tried to make them feel
comfortable and welcome in their new role
Were provided with clear job performance expectations
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All

Winners

92%

92%

NonWinners
92%

76%

76%

76%

89%

90%

87%

87%

88%

85%

95%

95%

95%

84%

85%

80%
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The Candidate Experience at Winners
An exceptional candidate experience is an important part of winners' hiring process. Winners
recognize that this experience is a potential new-hire's first impression of their organization and
an opportunity to engage them. Winners strive to engage job candidates by creating an
innovative, engaging, and positive candidate experience that is different than those at other
organizations. New-hires describe winners' recruiting and hiring processes as the following:

Well-organized and efficient
Winners' recruiting and hiring processes are well-organized, planned, and structured. They are
efficient and usually follow a reasonable and quick timeframe. Hiring processes move along in a
timely manner with time between communication, interviews, and other steps in the process
kept to a minimum. Decisions are made quickly between various stages. The hiring process is
simple and easy to follow for their candidates.

Flexible and accommodating
According to new-hires, winners accommodate and work around their schedules and
circumstances during the hiring process. Winners are flexible to each candidate's unique needs,
and show consideration for their time.

Informative
Winners make new-hires feel sufficiently informed. In the hiring process, winners provide newhires with a great deal of information about the company, what it does, its culture, the job, and
how the company operates through reference materials, discussions, and other tools. New-hires
felt that winners were forthcoming with information and that they communicated with them at
each step of the recruiting and hiring process.

Responsive
Winners are helpful and responsive in answering questions and in taking extra steps to
communicate with new-hires. For example, new-hires say that there is communication from the
beginning to the end of the hiring process at winners. Additionally, their employers keep them
updated throughout the hiring process by informing them of next steps and their status. Newhires are encouraged to contact winners with questions.

Honest
New-hires say that winners provide a consistent and realistic message during the hiring
process, offering an accurate "preview" of the job. Winners were honest and upfront with newhires, clearly explaining what to expect, as well as what they expect - including behaviors and
characteristics that are valued in an employee. Winners are also transparent with information
about the job and what it entails. Winners tend to be open about the organization, its challenges
and plans, the organization's culture, and the team.
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Personal
New-hires felt valued and important during the hiring process. They felt that their organization
took time to get to know them personally. They said they were treated professionally, politely,
and respectfully. They also felt welcomed during the hiring process, as though they were a
priority, indicating that recruiters, managers, and team-members were personable, helpful, and
attentive to them.

Comprehensive
New-hires comment that their organizations' hiring practices are comprehensive and thorough in
testing and evaluating their qualifications, and assessing their fit with the culture, team and
manager. Winners appear to have a very clear, systematic process for choosing the people they
need and are selective with who they hire. New-hires noted that it was clear that their
organizations took the time to make sure they found the right people and fit for their
organization.
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The New-Hire Experience at Winners
When it comes to on-boarding, new-hires felt that winners positioned the organization, its
culture, and the job perfectly during the hiring process. Additionally, new-hires say that winners
provided all of the necessary information, tools, and support to be successful in their role, and
set clear goals and expectations for them. During their on-boarding, new-hires at winners say
that they were warmly welcomed at their organizations (especially on their first day) and given a
variety of resources and support to help them in their roles.
New-hires also indicated that their supervisors and peers provided them with training, guidance,
and mentorship as they became acquainted with the organization and their new role. They said
that everyone, from employees to leaders, were easily approachable and went above and
beyond to help them in their role. Additionally, new-hires feel that their organizations are willing
to invest time and money in their training and development, mentorship, and personal growth.
Their organizations helped facilitate building of relationships with different functions in the
organization and gave them opportunities to meet others.
New-hires commonly report that they enjoy coming to work every day. Many say that their
organizations are the best places that they have ever worked. New-hires commented
extensively on their organizations' cultures, work environments, and perks. When asked what
their overall impressions have been of their organization based on their experience as new
employees, new-hires commonly cite the following:












The culture and work atmosphere is warm, pleasant, positive, and team-oriented.
There is a family-feel, people are valued, and the organization shows care and concern for
employees.
The people with whom they work are dedicated, professional, talented, and friendly.
Everyone is helpful, gets along with one another, and tries to help each other succeed. They
are passionate about what they do.
The organization does special and unique things for employees, such as events
and initiatives that make them feel valued and appreciated. They provide them with the
opportunity to give back to the community.
There are plenty of learning opportunities through formal instruction, mentoring
programs, and other developmental options. Learning and education are encouraged, and
the organization allows employees to grow.
They feel involved. They are encouraged to be engaged in work they care about and are
given the opportunity to affect change in the organization. The organization is open to their
feedback, suggestions, and input. They are given the freedom to positively impact the
organization.

Leaders regularly communicate, engage, and interact with employees
throughout the organization. They make genuine efforts to develop and relate to them, and
seem to sincerely care about each and every one of their employees. They provide good
direction.
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Employees are acknowledged and recognized for their contributions and



accomplishments. The organization appreciates hard work.
They have effective managers who are patient, are a good example, take time to make
sure employees understand tasks, and help them achieve their goals.

New hires' feedback clearly shows that winners do an exceptional job in on-boarding new-hires,
but also in creating workplaces that make new-hires want to stay at the organization for years to
come.
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Top Performer Perspectives
Each organization that applied for the NorthCoast 99 award was required to choose between 10
and 50 top performing employees (depending on the size of their organization) to complete the
Top Performer Engagement Survey. A total of 4,280 top performers participated in the survey.
Top performers were asked to rate 58 statements measuring aspects of employee engagement
on a 6-point scale measuring their degree of agreement (1 = strongly disagree; 6 = strongly
agree). Top performers were also asked to select the top five most important job attributes that
they look for in a job, with “1” being the most important. They selected from a list of 19 job
attributes.
Additionally, top performers were asked a few demographics questions asking about such
characteristics as age, gender, length of service, and job responsibilities. Please note that
percentages listed in this section may not total 100% exactly in some cases due to rounding of
decimals.

Top Performers: Who They Are
According to the survey, the majority (60%) of top performers are female while 40% are male.
Top performers are fairly evenly distributed across the generations; however more top
performers (56%) tended to be between the ages of 31-50 than in younger or older age groups.
In addition, over half of top performers have at least a Bachelor's degree.
Top performers report an average length of service of 9 years with their organizations and are
employed in a wide range of jobs, but primarily management, supervisory, office, administrative,
and professional roles. The majority of top performers (65%) represented these jobs.
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Gender

40%

Female
Male
60%

Age

25%

19%

18-30

31-40

41-50

51+

28%
28%
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Employment Status
4%

Full-time

Part-time

96%

Education

High school graduate
(includes GED)

13%
23%

25%

Associate's degree/some
college
Bachelor's degree

40%

Graduate or professional
degree
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Length of Service

12%

21%

8%

0-2 years
3-5 years
6-9 years

19%

10-15 years

22%

16-20 years
20+ years

19%

Job Responsibility
Management and supervisory
1%
3%

Office and administrative

9%

1%

Sales and marketing
36%

9%

Technical, design, and
engineering
Health and human service

12%

Construction and maintenance
9%

20%

Production, transportation and
material moving
Other professional
Other
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Top Performers: What They Seek
In the Top Performer Engagement Survey, top performers were asked to select the top five
most important job attributes they look for in a job and rank them, with "1" being the most
important. Top performers selected from a list of 19 attributes. Two rankings are provided, the
percentage of rankings top performers selected as the #1 most important attribute and the
percentage of rankings top performers selected in their top 5 most important job attributes.
Please note that percentages listed in this section may not total 100% exactly in some cases
due to rounding of decimals.

All Top Performers
Challenging and meaningful work was ranked as the number one most important job attribute
among all top performers. Compensation, job security, work/life balance, and benefits were also
ranked among the top five #1 most important job attributes. These same attributes were ranked
among the top 5 most important attributes.
Job attribute rankings by all top performers
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Benefits
Career Development
Leadership
Advancement
Autonomy
Product/Service Quality
Coworker Relationships
Supervision
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Training
Sustainability
Product/Service Brand Recognition
Rewards & Recognition

Percent
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20%
16%
13%
10%
7%
6%
6%
6%
6%
3%
2%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Coworker Relationships
Leadership
Advancement
Career Development
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
10%
10%
9%
7%
7%
6%
6%
5%
4%
4%
3%
2%
1%
1%
1%
1%
0%
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Gender
Both male and female top performers report that the same attributes are most important to
them. These included (those ranked as the #1 most important attributes) challenging and
meaningful work, compensation, and job security.
Female top performers tended to rank challenging/meaningful work with more importance than
compensation and job security, which were ranked slightly more important by male top
performers. Additionally, work/life balance and benefits appeared to be somewhat more
important to female top performers.
Conversely, male top performers perceived career development and advancement as
somewhat more important than female top performers, and more important than work/life
balance and benefits.
Job attribute rankings by female top performers
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Benefits
Autonomy
Leadership
Advancement
Career Development
Product/Service Quality
Supervision
Coworker Relationships
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Sustainability
Product/Service Brand Recognition
Rewards & Recognition

Percent
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22%
15%
12%
12%
8%
6%
5%
4%
4%
4%
3%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Benefits
Job Security
Coworker Relationships
Leadership
Autonomy
Advancement
Career Development
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Social Responsibility
Training
Entrepreneurship/Innovation
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
13%
11%
11%
10%
10%
7%
6%
5%
5%
5%
5%
4%
2%
1%
1%
1%
1%
1%
0%
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Job attribute rankings by male top performers
Ranked as #1 most important
attribute
Compensation
Challenging/Meaningful Work
Job Security
Career Development
Advancement
Work/Life Balance
Leadership
Autonomy
Benefits
Coworker Relationships
Product/Service Quality
Supervision
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Rewards & Recognition
Training
Product/Service Brand Recognition
Sustainability

Percent
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17%
17%
13%
9%
8%
8%
7%
6%
5%
3%
2%
2%
2%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Challenging/Meaningful Work
Work/Life Balance
Benefits
Advancement
Leadership
Career Development
Coworker Relationships
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Rewards & Recognition
Social Responsibility
Sustainability
Product/Service Brand Recognition

Percent
15%
10%
10%
9%
8%
8%
7%
7%
6%
5%
3%
3%
3%
3%
1%
1%
1%
1%
1%
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Age
The results of the job attribute rankings by age group show several similarities, yet some clear
differences about what is important to each generation.
Younger top performers (age 18-30) placed more importance on career development and
advancement than older top performers. Although challenging and meaningful work as well as
compensation were the top two most important attributes for younger top performers, they rated
them with slightly less importance than older top performers.
Meanwhile, top performers age 31-40 ranked compensation, challenging and meaningful work,
work/life balance, and job security as the most important job attributes they seek in jobs, with
compensation and challenging and meaningful work tied for the top two most important
attributes. Career development, advancement, and leadership were also rated with above
average importance, but were not viewed as important by this group when compared to the
youngest top performers surveyed.
Top performers age 41-50 ranked the attributes similarly to top performers age 31-40, but with
minor variations in rankings of job attribute importance. Challenging and meaningful work was
most important to these top performers. Compensation and job security were also rated with
high importance. Work/life balance, benefits, and leadership were rated with above average
importance, but were viewed as less important to this group when compared to
challenging/meaningful work, compensation, and job security. Work/life balance tended to drop
off in importance to this age bracket when compared to younger top performers.
Finally, the oldest group of top performers surveyed (age 51+) ranked challenging and
meaningful work as more important than any other age group. Other job attributes were ranked
with much less importance, however, job security, compensation, and benefits were among this
group's top three most important job attributes (ranked as #1). Autonomy and leadership were
also more important to this group of top performers when compared to younger top performers.
The results suggest that challenging and meaningful work tops the list for all ages, but that the
importance of other job attributes tends to vary by age. Younger top performers are generally
more interested in career development and advancement and are seeking a wider range of
attributes than other age groups. Meanwhile, middle aged top performers seem to be most
interested in compensation, job security, and work/life benefits. Finally, older top performers
place the most importance on challenging/meaningful work and also perceive benefits,
autonomy, and leadership to be more important than younger top performers.
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Job attribute rankings by top performers age 18-30
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Career Development
Advancement
Work/Life Balance
Job Security
Coworker Relationships
Benefits
Leadership
Autonomy
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Product/Service Quality
Training
Supervision
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
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16%
15%
14%
13%
12%
12%
3%
3%
3%
2%
1%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Advancement
Challenging/Meaningful Work
Job Security
Career Development
Coworker Relationships
Benefits
Leadership
Autonomy
Supervision
Incentive/Bonus Pay Potential
Product/Service Quality
Entrepreneurship/Innovation
Training
Rewards & Recognition
Social Responsibility
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
10%
9%
9%
9%
7%
7%
5%
3%
3%
3%
3%
2%
2%
1%
1%
1%
0%
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Job attribute rankings by top performers age 31-40
Ranked as #1 most important
attribute
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Career Development
Advancement
Leadership
Autonomy
Benefits
Coworker Relationships
Product/Service Quality
Entrepreneurship/Innovation
Supervision
Incentive/Bonus Pay Potential
Social Responsibility
Training
Product/Service Brand Recognition
Sustainability
Rewards & Recognition

Percent
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18%
18%
13%
11%
7%
7%
6%
5%
4%
3%
3%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Challenging/Meaningful Work
Job Security
Advancement
Benefits
Career Development
Coworker Relationships
Leadership
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
10%
9%
8%
8%
7%
7%
7%
5%
4%
3%
2%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers age 41-50
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Benefits
Leadership
Autonomy
Product/Service Quality
Career Development
Supervision
Advancement
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Product/Service Brand Recognition
Sustainability
Training
Rewards & Recognition

Percent
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20%
17%
14%
9%
8%
7%
5%
4%
4%
4%
3%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Job Security
Work/Life Balance
Benefits
Leadership
Coworker Relationships
Autonomy
Advancement
Career Development
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
10%
10%
10%
7%
6%
5%
5%
5%
5%
4%
3%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers age 51+
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Job Security
Compensation
Benefits
Autonomy
Leadership
Work/Life Balance
Product/Service Quality
Supervision
Advancement
Coworker Relationships
Career Development
Incentive/Bonus Pay Potential
Social Responsibility
Entrepreneurship/Innovation
Rewards & Recognition
Sustainability
Training
Product/Service Brand Recognition

Percent
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26%
14%
12%
12%
8%
7%
5%
4%
3%
2%
2%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Benefits
Job Security
Work/Life Balance
Coworker Relationships
Leadership
Autonomy
Product/Service Quality
Supervision
Advancement
Career Development
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
12%
12%
11%
10%
10%
7%
7%
7%
5%
5%
3%
3%
2%
2%
1%
1%
1%
1%
0%
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Employment Status
There were notable differences in job attribute rankings among full and part-time top performers.
Specifically, full-time top performers rank challenging and meaningful work, compensation, job
security, and career development as more important than part-time top performers.
Conversely, part-time top performers rank work/life balance as the number one most important
attribute they seek in a job. Challenging/meaningful work ranks second for part-time top
performers. Compensation, autonomy, and job security were also ranked among the top five job
attributes among part-time top performers. Autonomy, specifically, was seen as more important
to part-time top performers than to full-time top performers.
Job attribute rankings by full-time top performers
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Benefits
Career Development
Advancement
Leadership
Autonomy
Product/Service Quality
Coworker Relationships
Supervision
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Training
Sustainability
Product/Service Brand Recognition
Rewards & Recognition

Percent
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20%
16%
13%
10%
7%
6%
6%
6%
5%
3%
2%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Coworker Relationships
Leadership
Advancement
Career Development
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
10%
10%
10%
9%
7%
7%
6%
6%
5%
4%
4%
3%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by part-time top performers
Ranked as #1 most important
attribute
Work/Life Balance
Challenging/Meaningful Work
Compensation
Autonomy
Job Security
Benefits
Product/Service Quality
Leadership
Career Development
Advancement
Social Responsibility
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Sustainability
Supervision
Training
Product/Service Brand Recognition
Rewards & Recognition

Percent
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23%
18%
12%
10%
9%
7%
6%
4%
3%
2%
2%
1%
1%
1%
1%
1%
1%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Challenging/Meaningful Work
Coworker Relationships
Benefits
Job Security
Autonomy
Supervision
Leadership
Product/Service Quality
Career Development
Advancement
Incentive/Bonus Pay Potential
Social Responsibility
Training
Entrepreneurship/Innovation
Sustainability
Rewards & Recognition
Product/Service Brand Recognition

Percent
12%
12%
12%
8%
8%
7%
7%
6%
5%
5%
4%
4%
2%
2%
2%
1%
1%
0%
0%
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Education
Education level seems to affect what top performers seek in a job. Generally-speaking, top
performers with less education place more importance on job security and on the "rewards" of
employment (compensation, benefits, etc.) whereas top performers with more education tend to
place more importance on challenging and meaningful work, work/life balance, and autonomy.
Top performers with less education rank job security as the most important attribute that they
seek in jobs. Specifically, top performers with a high school education or less ranked job
security, compensation, benefits, and challenging/meaningful work as the most important job
attributes they seek. Leadership was also ranked as important. These same attributes were
ranked as most important to top performers with an Associate's degree, however, job security
and benefits were viewed as slightly less important, and challenging/meaningful work and
work/life balance were ranked as more important. Compensation was ranked as the most
important job attribute for top performers with an Associate’s degree.
For top performers with a Bachelor's degree or higher, challenging and meaningful work was
ranked with more importance as the #1 attribute they seek in a job. Compensation, work/life
balance, and job security were ranked among the top five job attributes that top performers seek
in a job. Career development and advancement were also important to these top performers,
but were ranked with somewhat less importance.
Challenging and meaningful work was significantly more important to top performers with a
graduate or professional degree when compared to top performers with lower levels of
education. Autonomy and work/life balance are also much more important to top performers
with a graduate or professional degree, as they ranked work/life balance and autonomy among
their top three most important job attributes, with compensation, career development, and
advancement following in importance. Job security was much less important to top performers
with a graduate/professional degree when compared to employees with less education.
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Job attribute rankings by top performers with high school education or less
Ranked as #1 most important
attribute
Job Security
Compensation
Benefits
Challenging/Meaningful Work
Leadership
Advancement
Work/Life Balance
Product/Service Quality
Career Development
Autonomy
Supervision
Coworker Relationships
Incentive/Bonus Pay Potential
Sustainability
Training
Entrepreneurship/Innovation
Product/Service Brand Recognition
Rewards & Recognition
Social Responsibility

Percent
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24%
21%
16%
9%
6%
4%
4%
3%
3%
3%
3%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Job Security
Compensation
Benefits
Work/Life Balance
Challenging/Meaningful Work
Leadership
Coworker Relationships
Advancement
Supervision
Product/Service Quality
Career Development
Incentive/Bonus Pay Potential
Autonomy
Training
Rewards & Recognition
Sustainability
Entrepreneurship/Innovation
Social Responsibility
Product/Service Brand Recognition

Percent
14%
14%
13%
9%
7%
6%
6%
6%
5%
4%
4%
4%
3%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers with an Associate's Degree
Ranked as #1 most important
attribute
Compensation
Job Security
Challenging/Meaningful Work
Benefits
Work/Life Balance
Leadership
Autonomy
Advancement
Career Development
Product/Service Quality
Coworker Relationships
Supervision
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Product/Service Brand Recognition
Rewards & Recognition
Sustainability

Percent
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21%
16%
15%
11%
7%
6%
5%
4%
4%
3%
2%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Benefits
Work/Life Balance
Challenging/Meaningful Work
Leadership
Coworker Relationships
Advancement
Autonomy
Career Development
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Training
Entrepreneurship/Innovation
Rewards & Recognition
Social Responsibility
Sustainability
Product/Service Brand Recognition

Percent
15%
12%
12%
10%
9%
6%
6%
6%
5%
4%
4%
4%
3%
1%
1%
1%
1%
0%
0%
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Job attribute rankings by top performers with a Bachelor's Degree
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Work/Life Balance
Job Security
Career Development
Advancement
Leadership
Autonomy
Benefits
Product/Service Quality
Supervision
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Training
Sustainability
Product/Service Brand Recognition
Social Responsibility
Rewards & Recognition

Percent
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20%
15%
13%
11%
8%
7%
6%
5%
3%
3%
3%
2%
2%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Coworker Relationships
Advancement
Career Development
Leadership
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
11%
9%
8%
7%
7%
7%
6%
5%
4%
4%
2%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers with a graduate/professional degree
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Work/Life Balance
Autonomy
Compensation
Career Development
Advancement
Leadership
Job Security
Benefits
Product/Service Quality
Coworker Relationships
Supervision
Entrepreneurship/Innovation
Social Responsibility
Incentive/Bonus Pay Potential
Product/Service Brand Recognition
Rewards & Recognition
Sustainability
Training

Percent
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32%
11%
9%
9%
8%
7%
6%
5%
3%
3%
2%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Challenging/Meaningful Work
Compensation
Work/Life Balance
Coworker Relationships
Career Development
Leadership
Job Security
Autonomy
Benefits
Advancement
Supervision
Product/Service Quality
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Rewards & Recognition
Training
Sustainability
Product/Service Brand Recognition

Percent
13%
12%
10%
7%
7%
7%
7%
7%
7%
7%
4%
4%
2%
2%
2%
1%
1%
1%
0%
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Job Responsibilities
Across the majority of jobs, top performers rank challenging and meaningful work as the most
important attribute that they seek in jobs. Challenging and meaningful work was especially
important to top performers in management and supervisory; sales and marketing; technical,
design, and engineering; and health and human service jobs. Challenging and meaningful work
was less important to top performers in construction and maintenance as well as production,
transportation, and material moving jobs.
Compensation was also ranked highly by nearly every job type, and was ranked as the #1 most
important job attribute by top performers in office, administrative, and professional as well as
construction and maintenance jobs. Additionally, compensation, although not ranked #1, was
ranked as highly important to top performers in management and supervisory; sales and
marketing; technical, design, and engineering; and production, transportation and material
moving.
Job security was also important to nearly all job types (as it was typically ranked third in
importance), but slightly less important to top performers in sales and marketing jobs. Job
security was most important to top performers in production, transportation, and material moving
jobs, and more important to top performers in health and human service as well as construction
and maintenance jobs.
Work/life balance and benefits were also important to most job types. Top performers in sales
and marketing, specifically, ranked work/life balance as more important than top performers in
other jobs. Benefits tended to be more important to top performers in office, administrative, and
professional; health and human service; construction and maintenance; and production,
transportation and material moving jobs.
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Job attribute rankings by top performers in management and supervisory jobs
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Leadership
Career Development
Autonomy
Advancement
Benefits
Product/Service Quality
Supervision
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Training
Product/Service Brand Recognition
Rewards & Recognition
Sustainability

Percent
23%
12%
11%
9%
8%
7%
7%
7%
4%
3%
2%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Leadership
Benefits
Advancement
Career Development
Coworker Relationships
Autonomy
Product/Service Quality
Supervision
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
13%
12%
10%
9%
8%
7%
7%
6%
6%
6%
4%
4%
2%
2%
1%
1%
1%
1%
0%

Job attribute rankings by top performers in office and administrative jobs
Ranked as #1 most important
attribute
Compensation
Challenging/Meaningful Work
Job Security
Benefits
Work/Life Balance
Leadership
Advancement
Career Development
Product/Service Quality
Autonomy
Supervision
Coworker Relationships
Incentive/Bonus Pay Potential
Social Responsibility
Entrepreneurship/Innovation
Sustainability
Product/Service Brand Recognition
Training
Rewards & Recognition

Percent
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20%
14%
14%
12%
11%
5%
5%
4%
4%
4%
3%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Benefits
Job Security
Work/Life Balance
Challenging/Meaningful Work
Coworker Relationships
Advancement
Supervision
Leadership
Autonomy
Career Development
Product/Service Quality
Incentive/Bonus Pay Potential
Training
Rewards & Recognition
Social Responsibility
Entrepreneurship/Innovation
Sustainability
Product/Service Brand Recognition

Percent
14%
12%
12%
11%
9%
7%
6%
6%
5%
5%
4%
3%
2%
1%
1%
1%
1%
0%
0%
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Job attribute rankings by top performers in sales and marketing jobs
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Work/Life Balance
Job Security
Advancement
Leadership
Autonomy
Career Development
Entrepreneurship/Innovation
Benefits
Product/Service Quality
Coworker Relationships
Incentive/Bonus Pay Potential
Supervision
Product/Service Brand Recognition
Social Responsibility
Rewards & Recognition
Sustainability
Training

Percent
20%
17%
11%
8%
8%
8%
6%
6%
4%
3%
3%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Leadership
Advancement
Coworker Relationships
Career Development
Autonomy
Product/Service Quality
Incentive/Bonus Pay Potential
Supervision
Entrepreneurship/Innovation
Social Responsibility
Rewards & Recognition
Product/Service Brand Recognition
Training
Sustainability

Percent
14%
11%
10%
9%
7%
7%
7%
6%
6%
5%
4%
4%
3%
2%
1%
1%
1%
1%
1%

Job attribute rankings by top performers in technical, design, and engineering jobs
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Career Development
Advancement
Autonomy
Benefits
Leadership
Supervision
Coworker Relationships
Product/Service Quality
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Rewards & Recognition
Social Responsibility
Sustainability
Training
Product/Service Brand Recognition

Percent
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21%
19%
14%
9%
7%
5%
5%
5%
4%
3%
2%
2%
1%
0%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Job Security
Work/Life Balance
Advancement
Coworker Relationships
Benefits
Career Development
Autonomy
Leadership
Supervision
Product/Service Quality
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Training
Rewards & Recognition
Social Responsibility
Sustainability
Product/Service Brand Recognition

Percent
15%
11%
11%
10%
9%
7%
6%
6%
5%
5%
4%
3%
2%
2%
2%
1%
0%
0%
0%
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Job attribute rankings by top performers in health and human service jobs
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Job Security
Compensation
Benefits
Work/Life Balance
Autonomy
Product/Service Quality
Coworker Relationships
Career Development
Leadership
Advancement
Supervision
Social Responsibility
Entrepreneurship/Innovation
Training
Incentive/Bonus Pay Potential
Product/Service Brand Recognition
Sustainability
Rewards & Recognition

Percent
21%
15%
13%
10%
9%
8%
5%
4%
3%
3%
3%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Benefits
Work/Life Balance
Job Security
Coworker Relationships
Autonomy
Leadership
Career Development
Product/Service Quality
Supervision
Advancement
Social Responsibility
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Sustainability
Rewards & Recognition
Product/Service Brand Recognition

Percent
11%
11%
10%
10%
10%
8%
6%
6%
5%
5%
5%
4%
3%
2%
2%
1%
1%
1%
0%

Job attribute rankings by top performers in construction and maintenance jobs
Ranked as #1 most important
attribute
Compensation
Job Security
Benefits
Challenging/Meaningful Work
Advancement
Work/Life Balance
Autonomy
Supervision
Career Development
Leadership
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Product/Service Quality
Product/Service Brand Recognition
Rewards & Recognition
Social Responsibility
Sustainability
Training

Percent
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24%
18%
16%
11%
8%
8%
5%
5%
3%
3%
0%
0%
0%
0%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Benefits
Work/Life Balance
Coworker Relationships
Advancement
Incentive/Bonus Pay Potential
Challenging/Meaningful Work
Career Development
Autonomy
Leadership
Supervision
Product/Service Quality
Sustainability
Training
Entrepreneurship/Innovation
Rewards & Recognition
Product/Service Brand Recognition
Social Responsibility

Percent
16%
13%
12%
10%
7%
7%
6%
5%
5%
4%
4%
4%
3%
2%
2%
1%
1%
0%
0%
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Job attribute rankings by top performers in production, transportation, and material
moving jobs
Ranked as #1 most important
attribute
Job Security
Compensation
Benefits
Challenging/Meaningful Work
Work/Life Balance
Career Development
Advancement
Coworker Relationships
Leadership
Autonomy
Incentive/Bonus Pay Potential
Rewards & Recognition
Product/Service Quality
Supervision
Training
Entrepreneurship/Innovation
Product/Service Brand Recognition
Social Responsibility
Sustainability

Percent
26%
24%
13%
8%
6%
4%
3%
3%
3%
3%
2%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Job Security
Compensation
Benefits
Work/Life Balance
Advancement
Coworker Relationships
Leadership
Incentive/Bonus Pay Potential
Challenging/Meaningful Work
Career Development
Training
Product/Service Quality
Supervision
Rewards & Recognition
Autonomy
Sustainability
Social Responsibility
Entrepreneurship/Innovation
Product/Service Brand Recognition

Percent
14%
14%
13%
9%
7%
6%
6%
6%
6%
3%
3%
3%
3%
3%
2%
1%
1%
1%
1%

Job attribute rankings by top performers in other professional jobs not otherwise
classified
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Work/Life Balance
Career Development
Job Security
Advancement
Leadership
Benefits
Autonomy
Coworker Relationships
Product/Service Quality
Entrepreneurship/Innovation
Supervision
Social Responsibility
Training
Incentive/Bonus Pay Potential
Product/Service Brand Recognition
Sustainability
Rewards & Recognition

Percent
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22%
16%
14%
10%
9%
8%
4%
4%
4%
3%
2%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Challenging/Meaningful Work
Job Security
Benefits
Advancement
Career Development
Coworker Relationships
Autonomy
Leadership
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
11%
9%
8%
7%
7%
7%
5%
5%
4%
4%
3%
2%
1%
1%
1%
0%
0%

Page 48 of 298

Job attribute rankings by top performers in other jobs
Ranked as #1 most important
attribute
Compensation
Benefits
Challenging/Meaningful Work
Job Security
Product/Service Quality
Sustainability
Autonomy
Advancement
Leadership
Training
Career Development
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Product/Service Brand Recognition
Rewards & Recognition
Social Responsibility
Supervision
Work/Life Balance

Percent
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29%
21%
14%
7%
7%
7%
4%
4%
4%
4%
0%
0%
0%
0%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Benefits
Work/Life Balance
Advancement
Challenging/Meaningful Work
Leadership
Coworker Relationships
Supervision
Product/Service Quality
Career Development
Autonomy
Sustainability
Incentive/Bonus Pay Potential
Social Responsibility
Entrepreneurship/Innovation
Rewards & Recognition
Training
Product/Service Brand Recognition

Percent
15%
12%
11%
10%
7%
6%
6%
6%
5%
4%
4%
3%
3%
2%
2%
1%
1%
1%
0%

Page 49 of 298

Industry
Job attribute rankings varied considerably by industry. Top performers in health and human
services and non-profit organizations tended to place high importance on
challenging/meaningful work. Top performers in these industries ranked job security,
compensation, work/life balance, autonomy, and benefits as the most important attributes they
seek in a job with varying degrees of importance.
Top performers in the manufacturing industry ranked compensation, challenging and meaningful
work, job security, and work/life balance as the most important job attributes. Benefits,
advancement, and leadership were also somewhat more important to top performers in
manufacturing.
Top performers in the professional services industry ranked challenging and meaningful work,
compensation, work/life balance, and career development as the most important attributes they
seek in a job. Job security tended to be ranked as less important, when compared to top
performers in other industries.
Top performers in the technology industry ranked challenging and meaningful work,
compensation, job security, work/life balance, and career development as the most important
attributes they seek in a job. It should be noted, however, that challenging and meaningful work
and compensation were ranked as significantly more important.
Job attribute rankings by top performers in health and human services
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Job Security
Compensation
Work/Life Balance
Autonomy
Benefits
Leadership
Product/Service Quality
Career Development
Advancement
Supervision
Coworker Relationships
Social Responsibility
Incentive/Bonus Pay Potential
Training
Entrepreneurship/Innovation
Product/Service Brand Recognition
Rewards & Recognition
Sustainability

Percent
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23%
14%
13%
8%
7%
7%
6%
5%
4%
4%
3%
3%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Job Security
Work/Life Balance
Benefits
Coworker Relationships
Leadership
Autonomy
Advancement
Career Development
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Social Responsibility
Training
Entrepreneurship/Innovation
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
12%
11%
10%
9%
9%
8%
7%
6%
5%
5%
5%
5%
2%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers in manufacturing
Ranked as #1 most important
attribute
Compensation
Challenging/Meaningful Work
Job Security
Work/Life Balance
Benefits
Advancement
Leadership
Career Development
Autonomy
Coworker Relationships
Supervision
Product/Service Quality
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Training
Product/Service Brand Recognition
Rewards & Recognition
Social Responsibility
Sustainability

Percent
19%
18%
16%
10%
6%
6%
6%
5%
4%
2%
2%
2%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Challenging/Meaningful Work
Benefits
Work/Life Balance
Advancement
Leadership
Coworker Relationships
Career Development
Autonomy
Supervision
Incentive/Bonus Pay Potential
Product/Service Quality
Entrepreneurship/Innovation
Training
Rewards & Recognition
Sustainability
Product/Service Brand Recognition
Social Responsibility

Percent
15%
11%
10%
9%
9%
7%
7%
6%
6%
4%
4%
3%
3%
2%
2%
1%
1%
0%
0%

Job attribute rankings by top performers in professional services
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Work/Life Balance
Career Development
Advancement
Job Security
Leadership
Autonomy
Benefits
Coworker Relationships
Entrepreneurship/Innovation
Product/Service Quality
Supervision
Incentive/Bonus Pay Potential
Sustainability
Product/Service Brand Recognition
Training
Rewards & Recognition
Social Responsibility

Percent
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16%
16%
14%
11%
8%
8%
8%
5%
4%
3%
2%
2%
2%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Challenging/Meaningful Work
Job Security
Career Development
Leadership
Advancement
Coworker Relationships
Benefits
Autonomy
Product/Service Quality
Supervision
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
15%
12%
10%
8%
7%
7%
7%
7%
7%
5%
3%
3%
3%
3%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers in technology
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Career Development
Advancement
Autonomy
Leadership
Product/Service Quality
Coworker Relationships
Benefits
Incentive/Bonus Pay Potential
Supervision
Entrepreneurship/Innovation
Social Responsibility
Training
Product/Service Brand Recognition
Rewards & Recognition
Sustainability

Percent
20%
19%
9%
9%
9%
8%
7%
5%
4%
3%
3%
2%
2%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Work/Life Balance
Challenging/Meaningful Work
Job Security
Career Development
Benefits
Advancement
Coworker Relationships
Autonomy
Leadership
Product/Service Quality
Incentive/Bonus Pay Potential
Supervision
Entrepreneurship/Innovation
Training
Rewards & Recognition
Social Responsibility
Product/Service Brand Recognition
Sustainability

Percent
15%
11%
10%
8%
8%
8%
7%
7%
6%
5%
4%
3%
3%
2%
2%
1%
0%
0%
0%

Job attribute rankings by top performers in other non-profit organizations
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Benefits
Work/Life Balance
Job Security
Autonomy
Leadership
Product/Service Quality
Advancement
Supervision
Social Responsibility
Career Development
Coworker Relationships
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Sustainability
Rewards & Recognition
Product/Service Brand Recognition
Training

Percent
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29%
13%
10%
10%
10%
6%
5%
4%
3%
3%
2%
1%
1%
1%
1%
1%
0%
0%
0%

Ranked as top 5 most important
attributes
Challenging/Meaningful Work
Compensation
Benefits
Work/Life Balance
Job Security
Coworker Relationships
Autonomy
Leadership
Supervision
Advancement
Product/Service Quality
Career Development
Social Responsibility
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Rewards & Recognition
Sustainability
Training
Product/Service Brand Recognition

Percent
12%
12%
11%
11%
9%
7%
6%
6%
6%
5%
4%
4%
2%
2%
2%
1%
1%
1%
0%
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Job attribute rankings by top performers in other for-profit organizations
Ranked as #1 most important
attribute
Compensation
Job Security
Challenging/Meaningful Work
Work/Life Balance
Career Development
Benefits
Advancement
Leadership
Autonomy
Coworker Relationships
Product/Service Quality
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Supervision
Training
Rewards & Recognition
Product/Service Brand Recognition
Social Responsibility
Sustainability

Percent
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19%
15%
13%
10%
9%
8%
8%
7%
4%
2%
2%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Benefits
Work/Life Balance
Challenging/Meaningful Work
Advancement
Leadership
Career Development
Coworker Relationships
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Rewards & Recognition
Social Responsibility
Product/Service Brand Recognition
Sustainability

Percent
15%
12%
10%
10%
9%
7%
7%
6%
6%
4%
3%
3%
3%
2%
1%
1%
1%
0%
0%
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Length of Service
There were few major differences in job attribute rankings by top performers across various
lengths of service. Generally, the same attributes top the list for top performers with varying
lengths of services with slight variations. These include: challenging and meaningful work,
compensation, job security, and work/life balance.
Across tenure, challenging and meaningful work, job security, and benefits tended to rise in
importance over years of service, while career development and advancement tended to
decrease in importance. Compensation stayed about the same in importance over years of
service, and dropped off in importance for employees with 16 or more years of service.
Top performers with the least years of service (0-2 years) tended to seek a wider variety of job
attributes with more attributes rated with importance. Challenging work, compensation, and
career development, job security, work/life balance, benefits, and advancement were rated with
the most importance by top performers with the lowest tenure.
For top performers with tenures of 3-5 years and 6-9 years, challenging work, compensation,
work/life balance, job security, career development, and advancement were rated as the most
important attributes. When compared to top performers with 0-2 years of service, however,
career development and advancement were rated with slightly less importance.
Top performers with longer tenures of 10+ years prioritized similar attributes, ranking
challenging and meaningful work, compensation, and job security as most important. Work/life
balance and benefits were also ranked as more important than other attributes. Career
development and advancement were rated with much less importance when compared to
employees with lower tenures.
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Job attribute rankings by top performers with 0-2 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Career Development
Job Security
Work/Life Balance
Advancement
Leadership
Autonomy
Benefits
Entrepreneurship/Innovation
Coworker Relationships
Product/Service Quality
Supervision
Incentive/Bonus Pay Potential
Social Responsibility
Training
Sustainability
Rewards & Recognition
Product/Service Brand Recognition

Percent
18%
15%
10%
10%
10%
10%
7%
5%
4%
2%
2%
2%
2%
1%
1%
1%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Advancement
Career Development
Benefits
Coworker Relationships
Leadership
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Rewards & Recognition
Social Responsibility
Sustainability
Product/Service Brand Recognition

Percent
13%
11%
10%
8%
8%
8%
7%
7%
7%
5%
4%
3%
3%
2%
2%
1%
1%
1%
0%

Job attribute rankings by top performers with 3-5 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Work/Life Balance
Job Security
Career Development
Advancement
Leadership
Autonomy
Benefits
Product/Service Quality
Supervision
Coworker Relationships
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Sustainability
Product/Service Brand Recognition
Rewards & Recognition

Percent
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20%
15%
12%
10%
8%
7%
6%
5%
4%
3%
2%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Advancement
Career Development
Leadership
Coworker Relationships
Autonomy
Supervision
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Training
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
11%
9%
8%
7%
7%
7%
6%
5%
5%
3%
2%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers with 6-9 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Advancement
Career Development
Autonomy
Benefits
Leadership
Coworker Relationships
Product/Service Quality
Supervision
Entrepreneurship/Innovation
Incentive/Bonus Pay Potential
Social Responsibility
Sustainability
Product/Service Brand Recognition
Rewards & Recognition
Training

Percent
21%
18%
11%
10%
7%
6%
6%
5%
5%
3%
3%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Job Security
Challenging/Meaningful Work
Work/Life Balance
Benefits
Advancement
Coworker Relationships
Leadership
Career Development
Autonomy
Product/Service Quality
Supervision
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Training
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
14%
11%
10%
10%
9%
7%
7%
6%
6%
5%
3%
3%
3%
2%
1%
1%
1%
1%
0%

Job attribute rankings by top performers with 10-15 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Compensation
Job Security
Work/Life Balance
Benefits
Leadership
Autonomy
Career Development
Product/Service Quality
Advancement
Coworker Relationships
Supervision
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Product/Service Brand Recognition
Training
Rewards & Recognition
Social Responsibility
Sustainability

Percent
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20%
17%
15%
12%
7%
7%
5%
4%
3%
3%
3%
2%
1%
1%
0%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Challenging/Meaningful Work
Work/Life Balance
Job Security
Benefits
Coworker Relationships
Leadership
Advancement
Autonomy
Supervision
Career Development
Product/Service Quality
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Rewards & Recognition
Social Responsibility
Training
Sustainability
Product/Service Brand Recognition

Percent
13%
11%
11%
10%
10%
7%
7%
5%
5%
4%
4%
4%
3%
2%
1%
1%
1%
1%
0%
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Job attribute rankings by top performers with 16-20 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Job Security
Compensation
Benefits
Work/Life Balance
Product/Service Quality
Autonomy
Leadership
Advancement
Career Development
Supervision
Entrepreneurship/Innovation
Coworker Relationships
Incentive/Bonus Pay Potential
Social Responsibility
Product/Service Brand Recognition
Training
Rewards & Recognition
Sustainability

Percent
22%
14%
13%
10%
9%
8%
6%
5%
4%
3%
3%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Benefits
Job Security
Challenging/Meaningful Work
Work/Life Balance
Coworker Relationships
Leadership
Autonomy
Product/Service Quality
Advancement
Supervision
Career Development
Incentive/Bonus Pay Potential
Entrepreneurship/Innovation
Social Responsibility
Sustainability
Training
Rewards & Recognition
Product/Service Brand Recognition

Percent
13%
11%
11%
11%
9%
7%
7%
5%
5%
4%
4%
4%
3%
2%
1%
1%
1%
1%
0%

Job attribute rankings by top performers with over 20 years of service
Ranked as #1 most important
attribute
Challenging/Meaningful Work
Job Security
Benefits
Compensation
Autonomy
Leadership
Work/Life Balance
Product/Service Quality
Coworker Relationships
Supervision
Career Development
Social Responsibility
Entrepreneurship/Innovation
Advancement
Incentive/Bonus Pay Potential
Rewards & Recognition
Sustainability
Training
Product/Service Brand Recognition

Percent
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20%
19%
15%
14%
7%
7%
4%
4%
2%
2%
2%
1%
1%
1%
1%
0%
0%
0%
0%

Ranked as top 5 most important
attributes
Compensation
Benefits
Job Security
Challenging/Meaningful Work
Work/Life Balance
Coworker Relationships
Leadership
Autonomy
Product/Service Quality
Supervision
Career Development
Advancement
Incentive/Bonus Pay Potential
Training
Entrepreneurship/Innovation
Social Responsibility
Rewards & Recognition
Sustainability
Product/Service Brand Recognition

Percent
13%
12%
12%
11%
9%
7%
6%
6%
5%
5%
3%
3%
3%
1%
1%
1%
1%
1%
0%
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Top Performers: What Engages Them
In addition to ranking job attributes in terms of their importance, top performers rated a variety of
statements measuring aspects of employee engagement on a 6-point scale measuring their
degree of agreement. Below are the percentages of top performers at winning and non-winning
organizations rating each item positively (rating of “agree” or “strongly agree”).
Top performers at winners rate various aspects of engagement with higher percentages of
positive responses than top performers at non-winners, and in many cases significantly more
positively.
Percent of top performers who…
Believe their leaders try to model the organization’s values
Feel their leaders provide clear goals and direction
Feel their leaders communicate the organization’s
mission/vision
Feel their leaders show concern for their well-being
Believe their leaders have integrity
Trust their organization’s leaders
Feel their organization communicates consistent/clear
information
Have the opportunity to use specialized skills on the job
Receive projects/tasks that contribute to their development
Are able to work on important projects
Have the opportunity to use their best skills and abilities
Can work in a variety of jobs and roles
Have the opportunity to help launch new initiatives
Can share their ideas and opinions
Have received specialized training for my job function
Have received general training
Have received training to help improve their performance
Have received training to help qualify for a better job
Are recognized or praised for a job well-done
Are paid competitively for the work they do
Can earn more pay based on their performance
Value the rewards given at their organization
Believe that rewards are given fairly at their organization
Say their supervisor helps them find solutions to problems
Feel their supervisor is supportive of their needs
Have a strong relationship with their supervisor
Are provided with regular feedback on their performance

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

All

Winners

89%
83%
88%

91%
85%
90%

NonWinners
81%
74%
81%

80%
87%
83%
74%

82%
89%
85%
77%

74%
81%
74%
63%

88%
84%
86%
85%
83%
78%
85%
71%
83%
79%
64%
80%
64%
58%
76%
68%
85%
89%
87%
77%

88%
85%
87%
87%
84%
79%
87%
73%
84%
80%
66%
82%
67%
61%
78%
71%
87%
90%
88%
80%

85%
79%
82%
80%
80%
72%
80%
65%
80%
74%
55%
72%
54%
47%
69%
59%
81%
85%
82%
70%
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Percent of top performers who…
Feel their coworkers care about one another
Feel their coworkers help one another when needed
Have coworkers with diverse skills and backgrounds
Feel their organization supports innovation and creativity
Feel their organization adapts to new ways of doing things
Feel their organization cares about customer satisfaction
Feel their products/services provides value and benefit to their
customers
Feel their organization has a reputation for superior customer
service
Are aware of their organization’s overall performance
Understand how their contributions impact their organization’s
performance
Understand how their work links to the organizational strategy
Have opportunities for learning and growth
Have opportunities for career advancement
Feel their organization advances top performers
Have a mentor at work
Are provided with the necessary flexibility
Have opportunities to reach out to the community
Feel their organization supports their health and wellness
Feel information needed to do job is easily accessible
Can effectively manage the flow and pace of their work
Are involved in decisions that affect them directly
Are held accountable for their results
Have influence in selecting work they do
Are willing to go above and beyond their primary job duties
Feel that staying with their employer is in their best interest
Believe their career will thrive at their organization
Feel the work they do is meaningful and fulfilling
Take pride in working for their organization
Believe their organization is a great place to work
Are inspired by the values of the organization
Would recommend products/services to their customers
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All

Winners

90%
93%
90%
82%
77%
92%
95%

91%
93%
91%
84%
79%
94%
96%

NonWinners
86%
90%
86%
76%
71%
88%
94%

87%

89%

81%

88%
91%

89%
91%

83%
89%

89%
81%
66%
70%
58%
84%
83%
87%
82%
81%
72%
95%
68%
97%
86%
74%
86%
92%
87%
82%
94%

90%
82%
69%
73%
61%
85%
86%
88%
84%
82%
74%
96%
69%
98%
87%
76%
87%
93%
89%
84%
95%

85%
76%
56%
58%
48%
80%
74%
82%
74%
77%
67%
93%
62%
96%
81%
65%
82%
89%
81%
76%
91%
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All Top Performers
On average, top performers at winners rate survey categories 6% more positively than top
performers at non-winners. Survey items related to leadership, recognition and rewards, and
development and growth were rated notably more positively by top performers at winners.
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

All Organizations
83%
84%
74%
69%
85%
91%
87%
89%
69%
85%
80%
87%

Winners
85%
85%
76%
72%
86%
92%
88%
90%
71%
86%
81%
89%

Non-Winners
75%
80%
68%
60%
79%
87%
82%
86%
59%
79%
75%
83%

Gender
There were few differences in how female and male top performers rated survey items. All of
the survey categories received comparable percentages of positive responses by female and
male top performers. Females are slightly more engaged than males, but the differences are not
significant.
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement
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Female
84%
84%
75%
86%
86%
92%
88%
90%
69%
86%
80%
88%

Male
83%
86%
73%
84%
84%
90%
86%
89%
69%
83%
79%
87%
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Age
There were some noteworthy differences between how top performers of various ages
responded to survey items. Older top performers tended to respond more positively to most of
the survey categories (except development and growth), and especially to leadership,
recognition and rewards, and organizational support. Older top performers were also more
engaged. Younger top performers tended to respond less positively across most survey
categories and were slightly less engaged.
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

18-30
81%
82%
74%
64%
84%
89%
86%
87%
71%
81%
78%
85%

31-40
83%
85%
74%
69%
84%
91%
86%
88%
70%
83%
79%
86%

41-50
87%
87%
76%
73%
87%
92%
89%
92%
70%
88%
82%
91%

51+
86%
86%
76%
72%
87%
93%
89%
91%
69%
89%
83%
91%

Education
There were few significant differences between positive responses by education level, although
top performers with less education were slightly more engaged than top performers with more
education. Those with the highest level of education tended to be more satisfied with their job
and its challenge, training, and development and growth. Conversely, employees with the
lowest level of education tended to be slightly more satisfied with leadership, value and
innovation, recognition and rewards, and organizational support.

Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth

High school
diploma or less

Associate’s
degree

Bachelor’s
degree

85%
83%
75%
72%
86%
89%
89%
90%
69%

82%
81%
73%
68%
83%
91%
87%
88%
65%

83%
85%
73%
69%
86%
91%
87%
89%
70%
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Graduate or
professional
degree
84%
88%
77%
70%
85%
92%
86%
90%
72%

Page 61 of 298

Organizational Support
Autonomy
Employee Engagement

High school
diploma or less

Associate’s
degree

Bachelor’s
degree

86%
81%
90%

84%
78%
87%

85%
80%
87%

Graduate or
professional
degree
85%
81%
88%

Length of Service
Top performers with lengthy tenures (over 10 years) and short tenures (under 3 years) tended
to be more engaged at their employers than top performers with average tenures (3-9 years).
Top performers with average tenures also tended to respond the least positively across most of
the survey categories when compared to top performers with greater or lesser tenures. They
also tended to be less engaged. Top performers with over 20 years of service responded the
most positively to nearly all of the survey categories, and top performers with less than two
years of service tended to respond more positively to many of the categories – including
leadership, recognition and rewards, supervision, value and innovation, and development and
growth – than other tenures.

Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

0-2 yrs

3-5 yrs

6-9 yrs

87%
85%
73%
75%
87%
92%
88%
90%
73%
84%
81%
88%

82%
83%
73%
67%
85%
90%
85%
87%
68%
85%
78%
86%

82%
85%
75%
66%
84%
91%
87%
90%
69%
85%
79%
87%
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10-15
yrs
84%
85%
75%
69%
84%
90%
88%
91%
69%
85%
81%
89%

16-20
yrs
82%
83%
75%
70%
84%
92%
87%
89%
67%
85%
81%
89%

Over
20 yrs
87%
89%
79%
75%
89%
95%
89%
91%
72%
89%
84%
93%
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Job Responsibilities
Top performers in certain jobs tend to respond more positively to survey items than top
performers in other jobs. Top performers in management and supervisory jobs tend to be the
most engaged and responded more positively to survey categories than top performers in other
jobs.
Top performers in office and administrative; sales, marketing, and customer service; and health
and human service jobs tended to also be more engaged. Top performers in sales, marketing,
and customer service roles responded notably more positively to leadership, recognition and
rewards, coworker cohesion, and performance and alignment than top performers in other jobs.
Top performers in office and administrative jobs tended to respond more positively to
supervision and value and innovation.
Meanwhile, top performers in construction and maintenance; technical and engineering; and
production, transportation, and material moving jobs tended to respond less positively to many
of the survey categories and were less engaged.
Management and supervisory
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
87%
90%
77%
74%
87%
92%
89%
93%
76%
87%
84%
91%
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Office and administrative
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
83%
79%
71%
68%
86%
91%
89%
88%
65%
86%
79%
88%

Sales and marketing
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
85%
85%
72%
73%
85%
93%
88%
91%
69%
85%
80%
88%
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Technical and engineering
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
80%
85%
69%
68%
83%
91%
83%
84%
65%
82%
77%
84%

Health and human service
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
83%
85%
83%
63%
85%
92%
86%
88%
67%
86%
79%
88%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 65 of 298

Construction and maintenance
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
67%
69%
67%
57%
78%
81%
74%
79%
55%
81%
77%
79%

Production, transportation, and material-moving

Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
77%
73%
73%
65%
80%
81%
86%
87%
57%
82%
72%
85%
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Professional
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
80%
83%
73%
65%
83%
91%
85%
86%
68%
81%
77%
84%

Other

Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
80%
73%
81%
63%
83%
84%
89%
82%
60%
76%
78%
80%
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Industry
Top performers in certain industries tended to respond less positively to the survey categories.
Top performers in health and human services as well as professional services were the most
engaged and tended to respond the most positively to the survey categories. with just a few
exceptions).
Top performers at other non-profit and manufacturing organizations tended to respond less
positively when compared to other industries. Specifically, top performers at manufacturers
responded less positively to job design and challenge, supervision, coworker cohesion, and
development and growth. Meanwhile, top performers at other non-profit organizations
responded less positively to numerous categories including leadership, recognition and rewards,
value and innovation, performance and alignment, development and growth, and autonomy.
In addition, top performers in the technology industry tended to respond less positively to
training and development and growth. Top performers in health and human services tended to
respond less positively to recognition and rewards, similar to top performers at other non-profit
organizations.
Health and Human Services
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
86%
86%
80%
69%
88%
93%
88%
92%
71%
89%
83%
90%
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Manufacturing
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
82%
81%
70%
70%
82%
88%
86%
89%
64%
82%
78%
85%

Professional Services
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
89%
88%
78%
76%
86%
93%
91%
91%
79%
84%
81%
90%
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Technology
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
81%
85%
67%
72%
83%
92%
88%
86%
68%
85%
79%
86%

Other Non-Profit
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
77%
82%
71%
58%
83%
88%
81%
85%
60%
84%
76%
84%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 70 of 298

Other For Profit
Leadership
Job Design & Challenge
Training
Recognition & Rewards
Supervision
Coworker Cohesion
Value & Innovation
Performance & Alignment
Development & Growth
Organizational Support
Autonomy
Employee Engagement

Percent
83%
82%
73%
71%
84%
90%
86%
88%
71%
83%
80%
88%
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Top Performers: Why They Stay
In the Top Performer Engagement Survey, top performers were asked what aspects of their
workplace or their job influence their decision to stay at their organizations. While these aspects
varied depending on each individual top performer, and many top performers usually listed
several aspects in their responses, the following were themes that emerged among top
performers’ responses to this question.

Work itself
Above most other reasons, top performers stay at their jobs because they love what they do and
find their work to be challenging, interesting, and fulfilling. They appreciate the opportunities to
use their best skills and abilities, work on new assignments, participate in interesting and
exciting projects, and lead meaningful and important initiatives. They enjoy taking on new and
different roles as well as greater responsibility within their organizations.

Impact
Another extremely common reason that top performers stay at their jobs is the ability to
meaningfully and positively impact others, their customers, and their community. Top
performers truly value the opportunity to make a difference. The ability to help others, better
society, reach out to the community, and contribute to a greater purpose are very common
factors influencing their decision to stay at their organizations.

Culture
A positive, engaging, and collaborative culture and work environment is a leading reason why
top performers stay at their organizations. Top performers describe their cultures as caring,
empowering, forward-thinking, trusting, and enjoyable. They frequently say that their workplaces
have a spirit of cooperation and teamwork, with everyone working together towards the same
goals and striving to do what’s right for the organization.

Mission & Values
Belief in the organization's mission and feeling that they contribute to that mission is a key
reason that top performers stay at their organizations. Top performers tend to be very
passionate about their organization’s mission and the reason their organization exists. They
also appreciate and believe in the values and principles of the organization, often stating that
their values match those of their organization. Mission and values are especially important to
top performers employed at non-profit organizations.

People
Top performers cite the people with whom they work as a primary reason they stay at their
organizations. They describe their coworkers and teammates as knowledgeable, talented,
hardworking, helpful, supportive, and committed. They say that their coworkers respect, trust,
and look out for one another, and genuinely want each other to succeed. It’s often the value of
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these positive work relationships and friendships that cause top performers to want to stay at
their organizations.

Opportunity
Top performers stay at their organizations because of the many opportunities they are afforded.
Top performers say they are given opportunities to grow and develop their skills through stretch
assignments, educational assistance, training opportunities, workshops, mentoring, and new
learning experiences. They appreciate the opportunity to chart a clear career path and advance
within their organizations. Many do not feel restricted in their careers and believe they have
unlimited opportunities.

Leadership
Top performers commonly cite strong leadership as a reason that they remain at their
organizations. Their leaders are described as respected, caring, compassionate, sensitive to
employees’ needs, and as having integrity. Top performers appreciate the way that leaders
engage, mentor, and appreciate them. They value their transparency, quality communication,
openness to new ideas, and how they live up to their words.

Appreciation
Feeling valued and appreciated was another main reason that top performers stay at their
organizations. Top performers feel extremely valued and appreciated at their organizations.
Leaders often let them know how important there are to the organization and how much they
appreciate their contributions, efforts, and achievements in their words and actions (i.e. praise,
appreciation, recognition, and rewards).

Involvement
Another reason that top performers stay at their organization is because they feel involved.
They are able to contribute to their organizations, collaborate with others, and freely share their
thoughts, ideas, and concerns. Top performers believe they have a voice at their organizations
and that their voice is listened to by their leaders. Many feel very empowered in their roles.

Autonomy
Top performers value having autonomy and freedom to do their jobs. They are given authority to
make decisions and changes within their areas of responsibility, and help their teams succeed.
Top performers have a sense of ownership associated with what they do at their organizations.
They are given latitude as well as the ability to learn and take risks.

Flexibility
Flexibility is frequently cited as a key reason top performers stay at their employers. Top
performers enjoy the ability to set and flex their work schedule, work flexible hours, work from
home, and balance work and family activities. In addition, top performers value their
organization's respect and support for their work/life balance and appreciate their
accommodations of family obligations and commitments outside of the work.
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Management
Strong, quality relationships with their managers are a major reason that top performers stay at
their organizations. Top performers commonly say that their managers provide good direction,
have their best interests at heart, support their success, care about their well-being, and look for
ways to develop and grow their skills. Top performers find their managers to be approachable
when they have problems or issues and believe that they empower them.

Innovation
For many top performers, being able to work in an innovative, forward-thinking culture that
values new ideas and creativity is a key reason they stay at their organization. Several top
performers enjoy having the ability to use creativity on the job. They also like working in an
environment which values continuous improvement and is not afraid to try to things to make
positive changes. They say their organizations are receptive to new ideas and focused on
innovation.

Customer-Focus
Top performers value that their organizations care about their customers and are focused on
providing excellent customer service. Top performers appreciate that their organization
constantly evolves to meet changing customer needs.

Success
Similarly, top performers value working for organizations that are successful, growing, hold
themselves to high quality standards, and continue to raise the bar on performance. Working for
a stable, growing organization that excels at what it does is important to top performers, and
another reason they stay.

Benefits & Support
The excellent benefits packages and amenities provided by their organizations are further
reason top performers stay at their organizations. Top performers commonly cite that their
workplaces offer above average health insurance, retirement, and paid time off benefits.
Additionally, they appreciate that their organizations invest in employee health and support a
culture of wellness. All of the investments their organizations make in generous benefits and
programs to support their personal welfare are very much appreciated by top performers.

Compensation
Finally competitive and fair pay is a reason that top performers remain at their organizations.
Generally, top performers believe that they are paid competitively and fairly for the work they
perform. They also believe they have the opportunity to earn more pay based on their
performance.
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Top Performers: Why They Would Leave
In the Top Performer Engagement Survey, top performers were also asked what aspects of
their workplace or their job would cause them to consider leaving their current organization.
Though most top performers, especially those employed at NorthCoast 99 winners, indicated
that they are not considering leaving their current employer, there were several consistent
reasons cited that would cause them to consider leaving. These included:

More career opportunity
Lack of promotional or advancement prospects/opportunities and upward mobility would cause
some top performers to leave their current position. Some top performers do not feel that they
are given the ability to reach their full potential or advance in their careers. Similarly, several top
performers would also like to have access to training/development, additional resources for
learning and career development, and the opportunity to broaden their scope of responsibilities.

Lack of work/life balance
Long and excessive hours and lack of work/life balance are key reasons that top performers
would consider leaving their organization. Some top performers desire more flexibility in their
schedule and greater work/life balance. In addition, stress, heavy workloads, and overwhelming
job demands are also reasons top performers would consider leaving their organization.
Similarly, unrealistic goals and expectations seem to frustrate top performers.

Not enough support or resources
Some top performers feel that their organizations do not provide enough support or resources
for them to do their jobs successfully. Feeling that the organization is lacking resources or is not
providing an adequate amount of support to staff members are a few other reasons top
performers would consider leaving.

Management
Lack of communication and clear direction from management/leadership are some common
reasons many top performers would consider leaving their organization. Many top performers
desire better communication from the top-down, including consistent messages on their
company’s’ strategy, vision and values. They would also like more involvement in the business
and more feedback opportunities.
The attributes summarized in these sections are those that cause top performers to stay at and
leave their organizations. These drivers of retention cited by top performers are important
workplace factors that organizations can use to improve their ability to attract and keep top
talent.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a unique initiative to
attract and engage Gen Y.

Background
As Gen Y – adults aged 18 to 34 – has become the largest age population in America’s history it
has, obviously, become an important and growing demographic at Sterling Jewelers Inc., the
largest specialty retail jeweler in the country, and operator of national jewelry store brands Kay®
Jewelers and Jared the Galleria of Jewelry®. In fact, Gen Y is now a significant customer base,
with a double-digit increase between 2006 and 2012. As a company, the organization
understood that its present and future success will be defined by how it adapts its business to
engage and cultivate this younger customer demographic. Just as important, the organization
began developing initiatives to more meaningfully connect with potential employment
candidates and Sterling’s existing Gen Y team members. This dual-focused effort was designed
to enhance its business on every level, but it has also revealed opportunities to grow as well as
offer a continuous evolution that will drive us forward.

Action
In 2012, the Sterling Marketing Department partnered with an independent research firm to take
a deep dive in order to better understand the Gen Y culture, behavior and buying habits.
Approximately 75 team members within Sterling participated in the study to offer feedback and
recommendations for how its company could better attract Gen Y consumers and appeal to this
demographic of job seekers.
After reviewing the initial study results, Sterling delved even further by developing six crossfunctional Gen Y committees comprised of a diverse collection of employees from all
generations and roles within the company. These committees were and continue to be
responsible for generating ideas to improve everything from Sterling’s culture and orientation of
new team members to its products, technology initiatives, and more. These teams work
collectively, implement processes, and then collaborate with key stakeholders in the company to
help develop their ideas, identify possible challenges, and create specific action plans to
achieve the defined initiatives. As these efforts are put into practice, the ideation process to
connect with the Gen Y audience continues daily. Working together as teams, these employees
create a culture of engagement as their contributions are implemented and continue to be
surfaced for consideration.
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Results
Since launching this initiative in 2012, Sterling’s Gen Y committees have presented a wide
variety of suggestions to the organization's Executive Committee and many have already been
implemented. These program launches include initiatives reflecting efforts to attract Gen Y team
members and to improve the experience for Gen Y customers.
Attracting the Gen Y team member: Bringing the best products in the industry home - The
introduction of new product launches occurs frequently in Sterling’s stores across the country,
and now a new program to do so at its Home Office store generates excitement and allows
team members to develop greater brand awareness. The development of an accessible and
efficient online employee jewelry product request form has made the process of Home Office
shopping even more convenient and enjoyable.
A welcome lunch: To reflect a collaborative environment, employees are treated to a special
lunch on their very first day with representatives from Sterling’s welcoming team. This offers a
more personalized experience while also helping new team members begin to feel at home.
Denim days raise dollars for charity: Recognizing Gen Y’s passion for philanthropy and
community, as well as their appreciation for a more casual dress code on occasion, the
company introduced a special program in which team members may wear jeans at the Home
Office for a tax deductible donation of $2.00 per week, which benefits Sterling’s partner
charities.
Engaging the Gen Y customer: The perfect piece of jewelry, every time - Gen Y-targeted
merchandise programs for Sterling’s national stores have been launched to reflect an
awareness of what this audience is looking for in the jewelry category. Examples include the
introduction of more colored diamonds; wedding bands beyond traditional white and yellow gold
(including trendy metals like titanium and cobalt).
Expanding popular brands: Exciting extensions to exclusive branded merchandise programs
such as Open Hearts by Jane Seymour®, Neil Lane Bridal®, Charmed Memories®,
Tolkowsky®, the Leo Diamond® and more reflect Sterling’s continued product evolution.
Enhanced technologies result in even better experiences for customers: Always praised for the
organization's dedication to customer service, Sterling’s recent technology advancements have
made this strength even more pronounced.
As of fall 2013, all stores will have electronic tablets to instantly show virtual inventory,
educational videos, selling systems and more while new store designs even incorporate userfriendly touch screens. Its popular Kay and Jared websites are now optimized for mobile
devices and tablets, which reflects Gen Y’s desire to engage with favorite brands anytime,
anywhere.
As Sterling Jewelers continues to evolve to meet the expectations of Gen Y job seekers who
view the company as an employer of choice, and meet the needs of Gen Y customers who trust
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our brands to offer the very best quality and value, the organization understands that this work
will not only ensure a successful present but also a very bright future for Sterling.
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WHAT TOP PERFORMERS
WANT
A summary of what top performers are seeking in a job.
Percentages indicate the percentage of rankings as the
#1 job attribute that top performers seek in jobs.

Work/Life Balance

10%

Career
Development

6%

Job Security

13%
Leadership

6%
Compensation

Autonomy

16%

Benefits

7%

6%
Challenging/Meaningful Work

3%
Product/Service
Quality

20%
Advancement

6%

BY JOB TYPE
Managers/Supervisors
1. Challenging/Meaningful Work (23%)
2. Compensation (12%)
3. Job Security (11%)
4. Work/Life Balance (9%)

FIG. 1 ALL TOP PERFORMERS

Professionals
1. Challenging/Meaningful Work (22%)
2. Compensation (16%)
3. Work/Life Balance (14%)
4. Career Development (10%)

BY FULL TIME/PART TIME

BY LENGTH OF SERVICE

Technical & Engineering

Full-Time

0-2 years

1. Challenging/Meaningful Work (21%)
2. Compensation (19%)
3. Job Security (14%)
4. Work/Life Balance (9%)

1. Challenging/Meaningful Work (20%)
2. Compensation (16%)
3. Job Security (13%)
4. Work/Life Balance (10%)

1. Challenging/Meaningful Work (18%)
2. Compensation (15%)
3. Career Development (10%)
4. Job Security (10%)

Production/Hourly

Part-Time

3-5 years

1. Job Security (26%)
2. Compensation (24%)
3. Benefits (13%)
4. Challenging/Meaningful Work (8%)

1. Work/Life Balance (23%)
2. Challenging/Meaningful Work (18%)
3. Compensation (12%)
4. Autonomy (10%)

1. Challenging/Meaningful Work (20%)
2. Compensation (15%)
3. Work/Life Balance (12%)
4. Job Security (10%)

Recruiting, Selection & OnBoarding
It takes just one to make a difference and an impact: one new-hire, one new job, or one intern.
Winners strive to grow jobs in their organizations and in the Northeast Ohio community. They
are committed to attracting, finding, and hiring top performers, and have developed a number of
unique ways to do this. The following section summarizes winners' best practices, shares
winner benchmarks, and contains unique stories and examples of how winners are leading by
example in top performer attraction, recruitment, selection, new-hire engagement, and onboarding

Attraction
Winner Best Practices
To attract top performing applicants, winners communicate their organization's history, culture,
and identity in the hiring process through a variety of forms to inform job candidates of who they
are and what they do. Winners want to help candidates experience and learn about their culture
during the hiring process.
Primarily, winners use in-person interactions with job candidates to communicate these items.
Peers, senior leaders, and other individuals in the hiring process participate in communicating
the organization's history, culture, and identity and sharing stories, testimonials, and their
positive experiences in working at the organization. Winners also commonly use on-site visits,
tours, shadowing opportunities, and events such as open-houses and career fairs with
prospective applicants to showcase their culture. Many winners add features which showcase
their culture in their waiting and reception areas.
Additionally, winners use various marketing forms to communicate with applicants. They create
marketing and promotional collateral including brochures, fliers, packets, and print materials.
They develop videos that showcase employees and/or key leaders, and build websites that
share and link applicants to more information. In addition, they share content and use social
media to highlight their culture, and expose applicants to press releases and positive news
about their organization. Below are some of the most common media they use...




Blogging
Career web-pages
Company website
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Employee testimonials
Stories about staff and/or customers
Facebook pages
LinkedIn
Media and PR
Photos and images
Reports and publications
Slideshows
Videos

Within these mediums, winners craft a unique message which emphasizes why they are a great
place to work and why applicants should choose a career at their organization. They commonly
showcase attractive aspects of their organization's culture, highlight their mission and values,
share meaningful contributions they have made to customers or the community, emphasize the
unique rewards and benefits offered, discuss career and professional development
opportunities, provide a snapshot of staff events or community service initiatives, highlight
awards or achievements, and share staff stories and testimonials.
All of these tactics are intended to share their story and attract top performing applicants.
Culture is very important to NorthCoast 99 winners and they want to make sure that applicants
not only are attracted to theirs, but also understand how they may fit into it.

Winner Stories & Examples
Akron Children’s Hospital’s culture is communicated in print, online and in-person. In addition,
the videos on the organization's career website feature employees sharing why working at
Akron Children’s Hospital is meaningful to them and also allows applicants to learn about life
“Inside Children’s” through inspirational employee and patient stories. Social media and inperson visits are other vehicles used to showcase the organization's culture to applicants.
At Akron General Health System, sharing the organization's history and extraordinary service
culture is the key to attracting applicants who support its mission and values. The organization
shares its culture through its online application process as well as during the interview process.
Additionally, the culture is communicated through the organization's "Mission Moments"
campaign, which focuses on how its culture of caring and support is carried out everyday.
Apple Growth Partners encourages employees to tell their stories and describe the firm during
the recruiting process. Specifically, four videos feature employees telling their story about why
they chose to work at Apple Growth Partners and what they enjoy about their career experience
at the firm. Another way the organization shares its culture is through the firm’s mascot "Ace,"
the apple. “Ace” appears at recruiting events and seminars with a "QR" code tied to him. The
code directs individuals to specific video postings and job openings.
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BCG & Company communicates its culture of client service and work/life balance through job
postings, on LinkedIn, and during the recruitment process. The organization also provides
examples of its culture which focuses on the availability and openness of its leaders - for
example, partners taking a pie in the face at their United Way campaign, partners serving
breakfast and cleaning up, and new staff paired with founding partners to play in a cornhole
tournament. In addition, BCG & Company communicates other aspects of its culture, including
its commitment to community, the impact of their work, and the variety and growth in their work
assignments.
CASNET communicates its culture and the position during the recruiting and hiring process by
having the President actively involved. The President shares the organization’s values and
vision so that candidates fully understand what it means to be a CASNET employee. The team
members that will be working with the new-hire are also a part of the selection process, and
candidates are encouraged to interview with and ask questions of the CASNET team members
to assess the culture and their potential fit.
To communicate its culture with applicants, Clark-Reliance Corporation shares a video with
applicants which stars current employees who use their own words to describe what it is like to
work for the organization. This organization also has a "Fun Facts" document which lists all of
the events the organization hosts for employees within the year. Additionally, the organization
provides a photo journal which displays the company culture, events and awards, and the work
environment.
Centric Consulting has each candidate meet with a minimum of four team members before they
are hired from different job functions, industry verticals, and job levels to give the candidate an
opportunity to really get to know the organization and its culture. Each candidate also meets
with a Partner to understand the history of the company and its future vision. In addition, Centric
Consulting spends a significant amount of time discussing its unique and supportive work-life
policy and benefits as its industry is known for poor work/life balance.
Earnest's website contains a great deal of information about the organization's culture and story,
including details about its involvement in the community, environmental efforts, and career
opportunities. In addition, Earnest is transparent about the positive and challenging aspects of
the position in each of its job postings. After the initial screening interview, the organization
discusses its history, the position, what it takes to perform the job duties efficiently, and the
qualities needed to fit in with the culture of the organization during the hiring process.
Candidates are also asked to fast forward one year from now, write a summary of what they
believe their performance review would be at that point, and mail it to the HR office.
Embrace Pet Insurance hosts open houses periodically for applicants who are interested in
learning more about the company. The organization shares appetizers and drinks. Prospective
applicants engage in casual conversation at the company, which has helped the organization
develop a pipeline for new positions. Additionally, the organization uses Facebook and Pinterest
to connect with applicants and share photos, stories, and videos.
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Eliza Jennings offers an interactive company website that communicates a very clear message
about the company culture. Additionally, the organization shares employee testimonials,
communicates its expectations and culture in job ads, conducts tours of the community in which
candidates may work, provides the opportunity to meet potential coworkers and see the culture
in action, and completes second interviews and team interviews so that candidates can obtain a
better feel for the position, the organization’s culture, and resident interaction.
At FedEx, candidates who interview for customer service and sales roles shadow a current
employee who performs the role for which the candidate is interviewing. This has been an ideal
practice for developing enthusiasm with candidates, helping them solidify their decision to join
the company, and providing them a first-hand experience in the culture.
Hyland Software has candidates come on-site to the Hyland headquarters as early in the
recruiting process as possible so that they can see the unique culture and open layout of the
building. Once an offer is given, an email communication is sent to the candidate that describes
more details about the culture, including service providers, benefits, and on-site amenities. Also,
in 2012, an RV with Hyland decals was used to travel to campuses throughout Ohio, which gave
its recruiting team a vehicle to create a virtual office, host ice cream and pizza parties, give
away fun promotional items like putty and ping pong balls, and provide a glimpse of the
organization's culture.
KPMG publishes its "GO Magazine" to employees, new and potential interns, and full-time newhires. The magazine is published in hard copy as well as electronically and features stories
about internships, new-hires, and promotions as well as references to following the
organization's careers pages through social media websites (like Twitter, for example). KPMG
Cleveland also utilizes the "KPMG Wall" to showcase its culture, which features monitors that
show videos and photos of KPMG Cleveland events, highlight clients and industries, and display
what each of the functions and practices do, all by touching the screen.
At Lake Health, prior to posting a position, the recruiter completes an intake session with the
department's hiring team during which the recruiter gathers information about the culture of the
department, the skills and knowledge sets needed, the manager’s leadership style, reasons why
someone would want to work in their department, and other important information which is then
used to help recruit the right candidates. Additionally, during the interview process, stories of
employees going above and beyond are shared with the candidate, to communicate the culture
and the caliber of team members that they will work with in their position. Some candidates are
also given the opportunity to shadow a top performer for up to four hours to learn about the
position and culture. Culture is further communicated through the organization's Facebook
Page, on LinkedIn, and during college recruiting events.
Majestic Steel USA's mission statement is “We Will Create a Majestic Experience for All.” This is
achieved through personally tailoring the recruiting process to the position and candidate. From
the first phone call, Majestic Steel’s history and culture are communicated through experiences
and stories. During the on-site interview, Majestic Steel has each candidate meet with the
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recruiting team, managers, and potential peers as well as take an office tour. Also, career
opportunities and information about the company are posted on both its website and LinkedIn.
Park Place Technologies created a recruiting brochure that describes business priorities and the
employee experience as well as a candidate briefing document that highlights actual and
specific success stories of new employees that are exceeding their career goals and have
exceptional personal and professional results. The document is used with individual candidates
and at college placement offices, and summarizes real examples of the difference new
employees make.
Skoda Minotti posts employee videos to its website. These videos feature employees talking
about what makes Skoda Minotti a great place to work, offer prospective employees an insider’s
view into the culture; and discuss topics such as training and development, work/life balance,
working with clients, and the organization's collaborative/team approach. Also, on the website,
potential candidates can play "Photo Hunt," a game which tests their aptitude for detail and
gives them a closer look at the corporate culture. In addition, during the interview process,
candidates meet with various levels of staff including Partners, as well as take an office tour to
help them learn about the organization's culture.
Southwest General Health Center uses a variety of media to tell its story and attract potential
candidates, including television commercials, "It’s a Fact" radio spots, and the organization's
website and Facebook page. In 2012, the organization partnered with Fox 8 in Cleveland to
showcase the employment openings which featured commercial spots, "Career of the Day"
advertisements during newscasts, and a live segment on "New Day Cleveland" describing why
Southwest is a great place to work. Candidates also learn about the company during the
interview process, meet with their potential manager and peers, and shadow them, so they can
learn about the culture of the organization.
Swagelok uses several different avenues to attract talent which include: telling stories about
how they live the organization's values, posting employee testimonials on YouTube and the
company website, and having associates in leadership programs give presentations or have
personal discussions with candidates. Each recruiter or employee who interviews a candidate
shares their own personal story about what their values mean to them. Additionally, current
employees in the organization's career development programs participate in on-campus
recruiting activities at their alma maters and have conversations with students.
The Cleveland Foundation is out in the community on a daily basis telling its story. Staff
members are frequently asked to participate on committees and boards, give on-air and print
interviews, and accept awards for their work in support of the community, to share the
organization’s culture and story. Additionally, the organization shares its culture and job
postings via blogging and posts on Facebook and Twitter. It also provides employee
testimonials as well as information on its website about current staff, benefits, culture, and
current job openings.
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Vocon has a "People Wall," which includes a photo of every employee in order of their hire date
to showcase the organization's current talent. Also, the organization's conference rooms are
named after various vodkas, which is the owner's favorite drink, which is a way that it shows off
its unique culture. Additionally, the organization uses an image that spans across a conference
room which showcases its core values. During the interview process each candidate is given a
tour of the office.

Recruitment
Winner Best Practices
Most winners have recruiting strategies and plans in place for each position that they seek to
hire. These recruiting plans are typically developed for each position, as most winners have
found that there is not a one-size-fits-all approach to hiring top performers. HR and/or recruiters
in collaboration with hiring managers or within internal teams, task forces, or committees,
discuss the position, review and update the job description, identify the necessary competencies
and qualification/experience requirements, understand the "chemistry" of the department and
team, brainstorm sourcing methods, and create a strategy to source the right type of person for
the role.
Winners customize their sourcing methods and strategies based on the type of candidate they
are trying to target (active, passive, or internal). For example, with active candidates, they may
pursue print or media advertising, online job postings, and job fairs. When trying to reach
passive candidates, they may use professional networking or searches on social media. Finally,
when trying to source internal candidates, winners post jobs internally, use succession and
development plans, consult internal data to identify a fit, or seek referrals and recommendations
from supervisors.
Winners also use sourcing methods that have been effective for recruiting certain positions in
the past. They often track how successful sourcing methods are when recruiting for positions (in
terms of yielding quality applicants and hires) via spreadsheets, matrices, or applicant tracking
software, and apply these insights to their strategies.
Winners find top performers by using many different recruitment methods. The most commonly
used sources by winners are employee referrals, networking, professional associations, job
postings, and social networking. Sources rated as "most frequently used" by winners typically
include employee referrals, internal postings, networking, job boards, and electronic
advertisements. Other common and unique sourcing methods include:





Creative online job postings or advertisements
Employee referral programs and incentives
Industry or niche sources (niche job boards, niche professional organizations or staffing
agencies, user groups)
Partnerships with community organizations and educational institutions
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Community workforce development programs
Social media such as LinkedIn, Facebook, and Twitter (posting jobs, networking with
candidates, searching for candidates, sharing content with job seekers)
Mobile applications for career websites
Targeted marketing campaigns (custom landing pages, keyword searches, search-engine
optimized websites, direct mail, postcards)
On-site or off-site events (job fairs, continuing education programs, open houses, events,
trade shows, presentations)
College recruiting (internships, college career fairs, college job boards, faculty relationships
and recommendations)
Alumni groups and outreach (engaging and reconnecting with past employees who have left
the company)
Competitors
Specialized recruitment or search firms

Winner Stories & Examples
Akron Children’s Hospital showcases healthcare careers to its community through “Education
Days.” During "Education Days," Akron Children’s Hospital hosted hundreds of students from
eighth grade to beyond college to learn about healthcare careers. In addition, the organization
has a “Healthcare in Progress Program,” which targets low income students in the Akron Public
Schools interested in science and math. The program includes three visits, each focusing on
two or three different career areas and a more intensive week during the summer. Students
were also exposed to details about careers, education requirements, schools specializing in
each field, how to prepare for post secondary schooling in middle and high school, and financial
aid.
Benesch has a recruiting app called "Benesch Apportunity" which lists the organization's oncampus recruiting schedule, Benesch alumni by school, and resources for employees who jobhunt. The app also sends out an alert to users any time a job opens at Benesch, and users can
send the job information directly to themselves or a friend via email. The organization also has a
very successful employee referral program, which is one of its best recruiting methods.
Employees can earn up to $10,000 for a single referral. Finally, the organization also uses
social media to recruit for positions through posting jobs on blogs dedicated to specific practice
areas of law and by using LinkedIn, which has been an ideal source for sourcing passive
candidates through online groups and connections.
One way the Cleveland Clinic attracts applicants are through its patients who have great
experiences. Oftentimes, when a patient receives world class care, they have an interest in
becoming a caregiver or tell their great experience to their friends and family. Additionally, the
Cleveland Clinic has dedicated recruitment teams to target specific applicant populations. These
teams are able to offer candidates one-on-one services designed to best meet their needs and
include the “Hero Experience,” “Student Experience,” “Internal Caregiver Experience,” and
“Executive Recruitment.” The “Hero Experience Team” offers exceptional job opportunities for
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servicemen and women, and special care is provided to equip them with the tools and benefits
they need to excel in their civilian careers. The “Student Experience Team” provides growth and
practical experiences to undergraduate and post-graduate students including internships,
externships, co-ops, and fellowships. The “Internal Caregiver Experience” provides career
counseling and coaching to Cleveland Clinic employees and assists them in identifying career
paths if they are looking to advance their careers. Finally, the “Executive Recruitment” team
provides full-life cycle recruitment focused on executive, senior, and director level positions.
The Cleveland Indians provides informational interviews to candidates who follow-up and/or
seek more information about employment at the company. Informational interviews are given to
employees who have the drive, ambition, and persistence to ask what they need to do in order
to work in the sports industry or for their specific organization. The organization provides 15-20
informal interviews a month typically, and through these interviews, has been able to identify
and create a pipeline of top performers.
In 2012, Cliffs Natural Resources announced a working relationship with the U.S. Army to
support its "Partnership for Youth Success Program," which is a strategic partnership between
the U.S. Army and nearly 400 organizations. Through the program, Cliffs keeps in contact with
soldiers identified in the program and offers interviewing opportunities when their military time
has ended in order to recruit employees for its operations. The organization currently has over
300 employees who are serving or have served in the U.S. armed forces or reserves.
FedEx recruits its positions by attending local career and job fairs to create awareness locally of
its opportunities, networking in the community, serving on university boards, giving classroom
and campus club presentations and tours, hosting college classes, and partnering with colleges
and universities. In addition, the organization markets its job opportunities on professional
websites and in professional journals.
At Foundation Software, the organization began sending old family photographs of Fred Ode,
founder, to CPAs, professionals, and clients; using them for ads in magazines as well as video;
and sharing them through various marketing communications. The organization has seen a
positive response from new-hires as a result of sharing these items through the mail, emails,
social media, and other marketing communications.
Kingston of Vermillion hosts a "Dine and Dash" event for therapists. Therapists come in for an
interview and tour, and receive a dinner for four. The organization also hosts its own job fairs to
recruit the positions it is seeking to fill.
LOGOS Communications relies heavily on LinkedIn and Twitter as a means of hiring top talent.
LinkedIn has provided the organization with 30% of its new-hires and has increased its applicant
pool by over 300%. Social media, especially LinkedIn, allows the organization to engage with
current and future candidates by promoting career opportunities, company updates, and
industry-related news. LinkedIn has also helped the organization achieve greater productivity,
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increase its outreach capabilities, and decrease its time-to-fill. Additionally, the organization
uniquely targets its sourcing to different demographics and generations.
Majestic Steel strives to understand the key attributes needed for an employee to be successful
in a position. The organization interviews and spends time with current employees (usually top
performers, employees with lengthy tenures, and the hiring manager) to gain insight into what
attributes are needed to be successful in the position. For example, the organization uncovered
key attributes of sales aptitude, competitive spirit, resilience, and a hunger for sales for a sales
role, which led to the successful hiring of five sales support specialists.
Park Place Technologies conducts recruitment kick-off meetings during which the recruiter and
HR Generalist/HR Manager discuss the recruiting strategy for a specific position with the hiring
manager. The HR team discusses new and best practices, enlists the manager's ideas, and
creates a campaign to advertise/recruit for and/or internally source the position. The
organization has weekly recruiting meetings that are scheduled until a position is filled. During
this meetings, recruiters brainstorm, share progress, discuss challenges, work together to meet
objectives, and may meet with the hiring manager to adjust the approach. Last year, the
organization's entire recruitment strategy was reviewed and was considered "best in class."
Shearer's Foods' attempts to use sources that are most likely to attract the candidates who have
skills and backgrounds that closely match the position. The organization posts jobs on its
website, recruits via general job sites such as CareerBuilder and YahooHotJobs for general
positions, uses special niche websites to recruit highly technical positions in the food industry,
uses print advertising for manufacturing/distribution hourly positions, uses professional search
firms for professional positions; and uses networking with other local businesses, job fairs, and
social media platforms such as LinkedIn to identify and network with passive candidates.
ShurTech Brands launched an internship program in 2012 to help build its talent pool of future
employees. The internship program is ten weeks and includes meaningful work for interns in
their respective departments along with a series of brown bag sessions and team-building
events.
Summa has developed numerous long-term sourcing tactics. These include national and local
job boards, community partnerships with such organizations as the Akron Urban League,
internship programs and experiential learning opportunities, a dependent scholarship program,
a partnership with WVIZ/Idea Stream and Fox News, participation in a military transition
program, a collaboration with Northeast Ohio Health Science and Innovation Coalition, and
partnerships with colleges and universities. It also uses banner advertisements, ads in
community publications, blogs, social networking, its online career center, professional
networking events, professional organization lists, and direct email campaigns to recruit
individuals.
Swagelok Company has created a structured system to recruit for positions. It creates a hiring
contract which outlines the requirements for the position, skills, and experiences of an ideal
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candidate for a position as well as a strategy; a list of key steps for filling the position; and a
detailed recruiting plan including targeted interview questions and companies, universities, and
user groups that can be used to source candidates. The hiring manager and interview team
supply interview evaluation notes about all candidates, which allows the organization to
determine how it should readjust its sourcing strategy.
The Cleveland Foundation sponsors a comprehensive summer internship program in order to
build capacity for nonprofits in the community. Approximately 15-20 host sites are selected, with
one intern assigned to each place, and approximately 250 applications are received, The
Foundation conducts interviews to ensure that the right candidates are selected for the right
opportunities. Through this program, the organization has been able to create a large pipeline of
talent for potential employment.

Winner Benchmarks
Percentage of winners using the following recruiting sources and rating sources
Used

Frequently used

Employee referrals

100%

89%

Networking

100%

78%

Professional associations

100%

47%

Job boards

99%

76%

Social networking

99%

60%

College recruiting

98%

52%

Internal postings

96%

82%

Electronic advertisements

96%

69%

Internships

96%

42%

Customer referrals

95%

26%

Online career center/website

88%

48%

Job fairs

88%

31%

Career centers

88%

22%

Print advertisements

80%

13%

Competitors

75%

16%
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Average percentage of new-hires referred by top performers in 2012
Average %
All Winners

26%

Industry Type
Health & Human Services

20%

Manufacturing

27%

Professional Services

33%

Technology

25%

Other Non-Profit

15%

Other For-Profit

26%

Number of Employees (in NEO)
1-50

28%

51-200

34%

201-500

22%

Over 500

17%

Frequency with which winners use career centers to find top performers
Frequently
Used
22%

Moderately
Used
35%

Minimally
Used
31%

Not Used

Health & Human Services

29%

41%

29%

0%

Manufacturing

17%

39%

22%

22%

Professional Services

23%

20%

40%

17%

Technology

8%

25%

50%

17%

Other Non-Profit

30%

40%

20%

10%

Other For-Profit

23%

62%

15%

0%

1-50

4%

26%

44%

26%

51-200

19%

38%

25%

19%

201-500

24%

47%

29%

0%

Over 500

39%

32%

29%

0%

All Winners

12%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use college recruiting to find top performers
Frequently
Used
52%

Moderately
Used
31%

Minimally
Used
15%

Not Used

Health & Human Services

59%

41%

0%

0%

Manufacturing

33%

50%

17%

0%

Professional Services

60%

23%

13%

3%

Technology

67%

0%

25%

8%

Other Non-Profit

40%

10%

50%

0%

Other For-Profit

46%

54%

0%

0%

1-50

48%

22%

22%

9%

51-200

47%

41%

13%

0%

201-500

59%

29%

12%

0%

Over 500

57%

29%

14%

0%

All Winners

2%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use competitors to find top performers
Frequently
Used
16%

Moderately
Used
29%

Minimally
Used
30%

Not Used

Health & Human Services

0%

47%

47%

6%

Manufacturing

11%

22%

22%

44%

Professional Services

30%

20%

30%

20%

Technology

25%

33%

17%

25%

Other Non-Profit

20%

20%

30%

30%

Other For-Profit

0%

39%

31%

31%

1-50

22%

9%

35%

35%

51-200

13%

25%

31%

31%

201-500

24%

35%

24%

18%

Over 500

11%

46%

29%

14%

All Winners

25%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use customer referrals to find top performers
Frequently
Used
26%

Moderately
Used
39%

Minimally
Used
30%

Not Used

Health & Human Services

41%

29%

29%

0%

Manufacturing

6%

28%

56%

11%

Professional Services

37%

47%

17%

0%

Technology

8%

42%

33%

17%

Other Non-Profit

30%

40%

20%

10%

Other For-Profit

23%

46%

31%

0%

1-50

22%

44%

26%

9%

51-200

25%

44%

25%

6%

201-500

41%

29%

29%

0%

Over 500

21%

36%

39%

4%

All Winners

5%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use electronic advertisements to find top performers
Frequently
Used
69%

Moderately
Used
15%

Minimally
Used
12%

Not Used

Health & Human Services

100%

0%

0%

0%

Manufacturing

61%

22%

11%

6%

Professional Services

57%

17%

23%

3%

Technology

75%

17%

0%

8%

Other Non-Profit

80%

0%

20%

0%

Other For-Profit

54%

31%

8%

8%

1-50

44%

26%

17%

13%

51-200

69%

13%

16%

3%

201-500

77%

24%

0%

0%

Over 500

86%

4%

11%

0%

All Winners

4%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use employee referrals to find top performers
Frequently
Used
89%

Moderately
Used
10%

Minimally
Used
1%

Not Used

Health & Human Services

94%

6%

0%

0%

Manufacturing

83%

17%

0%

0%

Professional Services

93%

7%

0%

0%

Technology

100%

0%

0%

0%

Other Non-Profit

80%

10%

10%

0%

Other For-Profit

77%

23%

0%

0%

1-50

100%

0%

0%

0%

51-200

81%

19%

0%

0%

201-500

94%

6%

0%

0%

Over 500

86%

11%

4%

0%

All Winners

0%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use internal postings to find top performers
Frequently
Used
82%

Moderately
Used
9%

Minimally
Used
5%

Not Used

Health & Human Services

100%

0%

0%

0%

Manufacturing

83%

0%

11%

6%

Professional Services

70%

13%

7%

10%

Technology

75%

25%

0%

0%

Other Non-Profit

90%

10%

0%

0%

Other For-Profit

85%

8%

8%

0%

1-50

74%

9%

9%

9%

51-200

75%

9%

9%

6%

201-500

88%

12%

0%

0%

Over 500

93%

7%

0%

0%

All Winners

4%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use internships to find top performers
Frequently
Used
42%

Moderately
Used
36%

Minimally
Used
18%

Not Used

Health & Human Services

35%

47%

18%

0%

Manufacturing

22%

50%

22%

6%

Professional Services

67%

13%

13%

7%

Technology

33%

42%

17%

8%

Other Non-Profit

50%

30%

20%

0%

Other For-Profit

23%

54%

23%

0%

1-50

44%

17%

26%

13%

51-200

41%

38%

19%

3%

201-500

47%

41%

12%

0%

Over 500

39%

46%

14%

0%

All Winners

4%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use job boards to find top performers
Frequently
Used
76%

Moderately
Used
16%

Minimally
Used
7%

Not Used

Health & Human Services

77%

18%

6%

0%

Manufacturing

83%

6%

11%

0%

Professional Services

67%

20%

10%

3%

Technology

75%

25%

0%

0%

Other Non-Profit

80%

20%

0%

0%

Other For-Profit

85%

8%

8%

0%

1-50

70%

17%

9%

4%

51-200

66%

25%

9%

0%

201-500

88%

6%

6%

0%

Over 500

86%

11%

4%

0%

All Winners

1%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use job fairs to find top performers
Frequently
Used
31%

Moderately
Used
31%

Minimally
Used
26%

Not Used

Health & Human Services

41%

53%

6%

0%

Manufacturing

28%

28%

22%

22%

Professional Services

17%

27%

37%

20%

Technology

42%

25%

25%

8%

Other Non-Profit

20%

30%

40%

10%

Other For-Profit

54%

23%

23%

0%

1-50

17%

9%

44%

30%

51-200

28%

31%

28%

13%

201-500

24%

53%

18%

6%

Over 500

50%

36%

14%

0%

All Winners

12%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use networking to find top performers
Frequently
Used
78%

Moderately
Used
19%

Minimally
Used
3%

Not Used

Health & Human Services

77%

18%

6%

0%

Manufacturing

50%

39%

11%

0%

Professional Services

87%

13%

0%

0%

Technology

92%

8%

0%

0%

Other Non-Profit

90%

10%

0%

0%

Other For-Profit

77%

23%

0%

0%

1-50

87%

13%

0%

0%

51-200

75%

22%

3%

0%

201-500

71%

24%

6%

0%

Over 500

79%

18%

4%

0%

All Winners

0%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use online career centers/websites to find top performers
Frequently
Used
48%

Moderately
Used
14%

Minimally
Used
26%

Not Used

Health & Human Services

69%

19%

13%

0%

Manufacturing

50%

17%

22%

11%

Professional Services

40%

3%

33%

23%

Technology

33%

17%

50%

0%

Other Non-Profit

50%

10%

20%

20%

Other For-Profit

46%

31%

15%

8%

1-50

26%

9%

35%

30%

51-200

47%

19%

22%

13%

201-500

53%

29%

18%

0%

Over 500

63%

4%

30%

4%

All Winners

12%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use print advertisements to find top performers
Frequently
Used
13%

Moderately
Used
20%

Minimally
Used
47%

Not Used

Health & Human Services

6%

41%

53%

0%

Manufacturing

6%

11%

72%

11%

Professional Services

10%

13%

40%

37%

Technology

25%

0%

25%

50%

Other Non-Profit

40%

10%

40%

10%

Other For-Profit

8%

46%

46%

0%

1-50

9%

9%

39%

44%

51-200

13%

22%

44%

22%

201-500

12%

24%

47%

18%

Over 500

18%

25%

57%

0%

All Winners

20%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners use professional associations to find top performers
Frequently
Used
47%

Moderately
Used
44%

Minimally
Used
9%

Not Used

Health & Human Services

71%

29%

0%

0%

Manufacturing

28%

56%

17%

0%

Professional Services

40%

53%

7%

0%

Technology

58%

25%

17%

0%

Other Non-Profit

70%

20%

10%

0%

Other For-Profit

31%

62%

8%

0%

1-50

52%

30%

17%

0%

51-200

34%

59%

6%

0%

201-500

41%

53%

6%

0%

Over 500

61%

32%

7%

0%

All Winners

0%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use social networking to find top performers
Frequently
Used
60%

Moderately
Used
26%

Minimally
Used
13%

Not Used

Health & Human Services

41%

47%

12%

0%

Manufacturing

61%

22%

11%

6%

Professional Services

57%

27%

17%

0%

Technology

92%

8%

0%

0%

Other Non-Profit

80%

10%

10%

0%

Other For-Profit

46%

31%

23%

0%

1-50

61%

17%

22%

0%

51-200

50%

41%

9%

0%

201-500

71%

12%

12%

6%

Over 500

64%

25%

11%

0%

All Winners

1%

Industry Type

Number of Employees (in NEO)
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a unique approach to
recruiting in order to streamline existing processes and provide a better candidate experience.

Background
In years past, the Cleveland Clinic's recruiters in Talent Acquisition were responsible for the
recruitment of positions based on departments and institutes, regardless of title, pay, or years of
experience required for the role. Recruiters were responsible for hiring positions ranging from
entry level to executive director, but the problem with this method of hiring was that recruiting an
executive (for example) was much different than recruiting an entry level or clinical position.

Action
The Cleveland Clinic created dedicated recruitment teams to target specific applicant
populations and offer candidates one-on-one services designed to best meet their needs. These
teams include the Hero Experience, Student Experience, Internal Caregiver Experience, and
Executive Recruitment.
The Hero Experience Team offers exceptional job opportunities for servicemen and women, and
special care is provided to equip them with the tools and benefits they need to excel in their
civilian careers. The Student Experience Team provides growth and practical experiences to
undergraduate and post-graduate students including internships, externships, co-ops, and
fellowships. The Internal Caregiver Experience Team provides career counseling and coaching
to Cleveland Clinic employees and assists them in identifying career paths if they are looking to
advance their careers. Finally, the Executive Recruitment team provides full lifecycle recruitment
focused on executive, senior, and director level positions.

Result
For the Cleveland Clinic, the major results of using targeted recruitment teams were an
enhanced customer/candidate experience, lower costs, and streamlined recruitment processes.
For example, the executive recruitment team has been able to streamline the executive
recruitment process and the team has seen a cost savings of thousands of dollars in the first six
months. The organization has also built the trust of hiring managers when using recruitment
teams as their primary recruitment source.
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Selection
Winner Best Practices
Winners use common selection approaches to select top performers which include standard
screening practices (i.e. background, drug, pre-screening interviews, etc.), interviews,
assessments, work samples, and shadowing or job tryout opportunities.

Pre-screening
Pre-screening practices are a staple selection practice among winners. Most winners use
background screenings, drug screenings, pre-screening interviews, and reference checks to
pre-screen candidates prior to bringing them in for an interview.

Interviews
Interviews are the most common selection practice used by winners. They are often behavioralbased and structured. Additionally, interviews tend to be extremely comprehensive, including
feedback from multiple stakeholders such as a committee of people that will work with the
candidate, and sometimes multiple interviews.
To further support effective interviewing in their organizations, some organizations have even
developed interview guides, banks of questions, best practice documents, and other resources
for their interviewers.

Assessments
Various types of assessments are also widely used by winners. Many winners have developed
or contracted with vendors to use customized assessments and questionnaires for positions
including pre-screening questionnaires and tests as well as specific skill, behavioral, style, or
personality assessments to help ensure that they find the right fit and identify top performers.

Work samples
Increasingly at winners, candidates are given work experiences including case studies, work
samples (i.e. presentations, tasks, short reports, etc.), job tryouts (in person or virtual), job
shadowing, and other experiential hiring methods. These types of work experiences not only
evaluate an applicant's demonstrated competence, but also give candidates a preview and
glimpse of the job.
All of these selection approaches serve to identify top performers for the positions in which
winners are hiring.
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Winner Stories & Examples
Apple Growth Partners started a new initiative in the past year in which the Chairman of the firm
invited recruits to interview in the privacy of his home with dinner personally served by him. This
provided a comfortable and confidential environment as well as direct and undivided attention
from top management.
Centric Consulting deliberately uses a slow hiring process to allow candidates to get to know the
company and vice versa. During this process, each candidate meets with at least four team
members in different job functions, levels, and industry verticals. Also during the interview
process, every potential hire meets with a Partner. This gives the candidate insight into the
company's history as well as its future vision and emphasis on work/life balance. This process
has resulted in an increase in employee retention levels at Centric Consulting, which exceed the
industry average.
Easy2Technologies tailors the interview process to each candidate. Sales candidates deliver a
sales presentation to the entire sales team in order to evaluate their persuasiveness,
interpersonal skills, and ability to overcome objections; client services candidates participate in
a detailed phone interview to assess their phone communication skills; and software developers
meet with the entire development team and are given an assignment to program code.
Embrace Pet Insurance develops a personal relationship with applicants prior to and during the
hiring process. This provides applicants with a clear image of the culture. It also uses Facebook
to connect with applicants to provide a more personal view of the work environment and day-today activities, and encourages all applicants to apply through its Facebook page so they have
the opportunity to view images of the work environment and culture. In addition, Embrace Pet
Insurance holds open houses for interested applicants, which provide a fun and casual way to
meet and get to know potential future applicants. Finally, Pinterest is used as a way to provide
potential hires with a better glimpse of the culture and what is valued at the organization.
Eliza Jennings has developed several interview guides for various positions. For example, two
interview guides were designed for front-line and management level candidates. The guides
ensure that the same qualities and characteristics are evaluated in all new hires employed
throughout the organization and screen for top performer qualifications and characteristics.
Examples of questions include how would you describe your leadership style; what has been
your past involvement on committees/work teams in other organizations; and what is there
about you that would make a co-worker want to work with you.
Flight Options utilizes customized job and personality assessments, case studies, and interview
guides to assist in identifying top performers, selecting the best cultural fit, and determining
candidates who will committed long-term to the organization.
At mbi k2m Architecture, once a candidate reaches the second interview, they are given a
“buddy.” The organization has found that a person who has a “buddy” is more likely to stay at
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the firm four times as long than someone without one. In addition, mbi k2m Architecture's
interview process has four parts: the phone interview, a personality/compatibility test, an inperson interview with recruiters and other employees, and an internal review to discuss the fit of
the candidate. The organization also asks three basic questions that help evaluate culture fit in
the phone interview: why mbi | k2m, what are the three (3) key benefits of hiring you to our
company, and what are the three (3) most important criteria for you when looking at our firm.
This process and these questions help ensure that the candidate is the right fit for the position
and culture.
MCPc uses a structured screening and interview process for its sales candidates. It includes an
intensive one hour interview as well as several assignments. The first assignment is to review a
document on how to calculate margin and then take a quiz to see how well the candidate
understands the process. The second assignment relates to how the candidate would handle an
in-person sales presentation, including the use of handouts, whiteboards, and other materials.
The results of these two assignments are factored into making the hiring decision and also
serve as indicators of where the candidate may need additional assistance and training.
Newry's candidates go through a variety of behavioral and case study interviews. During
behavioral interviews, more experienced candidates are matched with senior consultants to
allow them to ask more strategic questions about the organization. During case study
interviews, cases are developed from project work and provide applicants with a sample of the
work.
Noble Davis Consulting has contracted with a firm to create a specific formula for what they are
looking for in candidates. The assessment asks candidates logic and math questions,
personality questions, and questions regarding the type of culture in which they prefer to work.
The assessment also provides a ranking of applicants based on the best fit.
In 2012, OEConnection created a “Leadership Assessment Team,” made up of managers who
are particularly skilled at assessing the competencies necessary to be an effective manager,
who are highly effective managers of people, and who have been trained to look for strong
management skills in others. At least one of the “Leadership Assessment Team” members
interviews managerial candidates early in the hiring process. This helps ensure that the
technical ability of the candidate as well as their managerial skills are evaluated equally.
Shearer's Foods uses job tryouts to hire manufacturing employees, which allow the candidate to
experience what the position will really be like and give the recruiting team the opportunity to
observe an example of their work. Also, for professional positions, a formal assessment tool is
used to assess work personality and work preference. In addition to these tools, Shearer’s
Foods uses a team-based selection process, involving multiple people in the interview process.
These selection processes help the organization hire the best talent.
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Candidate Communication
Winner Best Practices
To engage job candidates, winners communicate regularly throughout the hiring process.
Winners are in constant contact with job applicants at all stages of the hiring process, typically
within a week at every stage, especially after receiving their resume or application and after
interviewing them.
This communication is very important in informing them about the hiring process and schedule,
answering their questions about the position, updating job candidates on their status, and letting
them know that they were not selected to move onto the next stage. Winners also communicate
next steps throughout the hiring process and provide feedback to candidates about why they
were or were not selected to move on to the next stage of the hiring process.

Winner Benchmarks
Average timeframe in which winners make initial phone contact with job applicants after
receiving their resume or application
Same day
9%

Within 3
days
37%

Within 1
week
36%

Within 2
weeks
13%

2 weeks
of more
5%

Health & Human Services

18%

47%

29%

6%

0%

Manufacturing

11%

22%

39%

11%

17%

Professional Services

10%

37%

40%

13%

0%

Technology

0%

50%

33%

17%

0%

Other Non-Profit

0%

10%

50%

20%

20%

Other For-Profit

8%

54%

23%

15%

0%

1-50

9%

48%

30%

13%

0%

51-200

16%

31%

41%

9%

3%

201-500

0%

41%

24%

24%

12%

Over 500

7%

32%

43%

11%

7%

All Winners
Industry Type

Number of Employees (in NEO)
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Average timeframe in which winners make phone or email contact with job candidates
after interviewing them regarding next-steps in the process or if they were not selected
for the job
Same day
9%

Within 3
days
33%

Within 1
week
45%

Within 2
weeks
12%

2 weeks
of more
1%

Health & Human Services

12%

41%

35%

12%

0%

Manufacturing

6%

33%

50%

11%

0%

Professional Services

20%

23%

43%

13%

0%

Technology

0%

67%

17%

17%

0%

Other Non-Profit

0%

20%

60%

10%

10%

Other For-Profit

0%

23%

69%

8%

0%

1-50

13%

39%

35%

13%

0%

51-200

16%

31%

47%

6%

0%

201-500

6%

24%

47%

18%

6%

Over 500

0%

36%

50%

14%

0%

All Winners
Industry Type

Number of Employees (in NEO)

Measuring Success
Winner Best Practices
Creating an effective recruitment and selection process is a process of learning from experience
and fine-tuning practices at winners. They measure how well they are recruiting and hiring by
tracking, collecting, and analyzing a broad range of information from the recruiting and selection
process as well as the measuring the quality of new-hires. They are constantly researching best
practices to measure, refine, and improve their hiring processes using internal data, research
and observation of other successful companies, and established best practices in their industry.
Recruitment, hiring, and retention metrics are the most common way that winners measure how
well they are attracting, hiring, and retaining top performers. Below are some common metrics
they use:







Number of candidates per source
Number of hires per source
Number of openings by department or job
Percentage of qualified and not qualified candidates
Number of open positions
Number of resumes received
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Ratios of resume to phone interviews and interviews to hire
Number of interviews
Number of candidates hired
Number of candidates referred
Number of accepted and rejected offers
Percent of top performers hired
Average cost of mis-hires
Cost efficiency
Effectiveness of sources
Time-to-fill
Average tenure
Average turnover rate of new-hires

Winners also frequently collect data from new-hires at various intervals, such as 30, 60, and 90
days and one year through surveys, focus groups, in-person discussions, and exit surveys or
interviews - or track employee feedback/survey data by tenure. It's not uncommon for winners
to reach out to new-hires multiple times within the first year. Winners also typically evaluate
new-hires' performance within the first 90 days or year. These approaches are intended to
gather their input on the hiring and on-boarding process, to measure their satisfaction, and
determine if additional training or support is needed.
In addition to new-hire feedback, collecting manager and coworker feedback about the hiring
process is also important to winners. Winners want to ensure that everyone involved in the
hiring process is satisfied with it. Typically winners solicit this feedback and use it to improve
their processes.
Winners are increasingly measuring quality of new-hires through performance evaluations,
promotion data, customer data, and other measures which indicate how successful they are.
They also review scenarios of underperformance, turnover, and dissatisfaction among newhires and try to determine what may have caused these issues. All of this information is
frequently tied back to recruitment, selection, and on-boarding practices, to better understand
what sources and selection practices are most predictive of top performance and to improve
their internal processes.
Additionally, winners frequently validate their selection practices. They often look for
commonalities among top performers' selection assessment results to establish specific profiles
of top performers, particular competencies/characteristics, or ranges of scores in which
candidates should fall to be considered for hire.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 104 of 298

Winner Stories & Examples
Akron Children’s Hospital uses several tools to monitor the quality of its recruiting and selection
process, including a new-hire survey at 30 days of employment that solicits feedback about the
hiring, on-boarding, orientation, and training processes; a performance review conducted within
90 days of employment to check in on new-hire progress as well as to determine additional
training needed or desired; a performance appraisal tool used throughout a new-hire's
employment; and employee opinion survey results and feedback, especially the commitment
and satisfaction indicators for new-hires in the less than 6 months tenure and 1-2 years tenure
categories. Turnover is also monitored for different tenured job groups, departments, age
groups, and locations and examined especially closely during the first 90 days and year of
employment.
Alexander Mann Solutions ensures that its hiring methods are effective by measuring key
performance indicators, attrition, tenure, and promotions and by analyzing interview feedback.
Additionally, the organization reviews year-end evaluations as well as progress on career paths,
and has weekly team meetings to decide whether or not hiring was effective.
Eliza Jennings tracks how each new-hire heard about a job opportunity. This information is
tracked by recruitment source and location of the job and shows which recruitment sources
solicit which positions as well as how often and for which locations, so the recruitment team is
better able to market positions. In addition, the organization analyzes turnover within the first 90
days, reasons for termination, and new-hire satisfaction via a 90-day survey that covers
organization and scheduling of interview, explanation of benefits, knowledge and skill of
assigned trainer, supervisor's ability to lead and provide direction, tools provided to complete
job, new-hire orientation, welcome received from department/team, availability of trainer to
assist in completing training, length of time given for training, comfort level beginning job after
training, how the job was described during interview process compared to work actually doing,
and overall satisfaction with their job at the current point in time.
Excelas has created job-specific assessments for each position and has been able to quantify
performance levels that indicate future success in the organization. These tools are used to
create a candidate profile which indicates how likely they are to become top performers. Since
the organization has begun using these tools, all top performing candidates have been
successful in their positions and remain employees.
Flight Options analyzes recruitment metrics such as time to fill, percentage of qualified vs. not
qualified candidates, and tracking of sources that yielded candidates. A 30-day survey is also
completed by all new-hires that gathers information about the on-boarding experience, and a
90-day follow-up meeting with a member of the human resources department is used to gather
information about the new-hire's transition into the role, relationships with their peers and
managers, whether they have the resources to do the job, and how they are acclimating to the
organization. Exit interviews are also conducted. Its low turnover rate is the best indicator for
Flight Options that the recruitment process is attracting the right talent.
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Human Arc conducts regular internal analyses to evaluate hiring and selection methods. Data,
including on-boarding sessions and the employee's ability to learn new information; the
correlation between the off-site and on-site pre-employment assessments; the correlation
between the pre-employment assessments and the employee's annual review rating; trends
among the pre-employment assessment results and current performance; the correlation
between promotions and pre-employment assessment results; and links between terminations
and pre-employment assessment results, helps determine the successful predictors that lead to
the best candidates. Results are tracked by company level and department.
At KPMG, every new-hire is assigned a People Management Leader (PML) on their first day of
employment. The PML meets with the employee every 30, 60, 90 and 120 days. During these
sessions, the PML has an opportunity to assess an individual’s performance and ensure that
any issues are being recognized and addressed. KPMG also tracks recruiting methods such as
external posting, YouTube, Facebook, Twitter, and employee referrals to measure tenure,
performance ratings, and interview notes.
The first step at Lachina in the recruitment process is determining what qualities the ideal
candidate would possess and then selecting which source or sources will most likely generate
the ideal candidates, such as an internal promotion or change of position, internship or former
intern, connections with local colleges or universities, or online job posting. Lachina uses the
following metrics to judge a recruitment success - number of resumes received, number of
phone interviews/test takers, number of in-person first interviews, number of in-person second
interviews, number of offers/new-hires, a performance assessment at 6 months and 1 year, how
long the new-hire stays with the company, how quickly promotion is achieved, and if the newhire achieves top performer status at their first annual review.
Majestic Steel is always improving and assessing its recruiting efforts through an analysis of
quantitative and qualitative measures, including which recruiting sources have been the most
effective and have yielded the greatest value, retention, and interview-to-hire ratio. Recruiters
also informally observe new-hires to assess assimilation into their role. In addition, a post-hire
survey is given to all new-hires at the end of the year which contains questions about their
recruiting, interviewing, and on-boarding experience.
mbi k2m Architecture talks with every candidate after they are hired and debriefs them on the
hiring process, what they thought, and any points that caught them by surprise. The
organization also measures turnover to evaluate its hiring success, and in the past 6 years, the
organization has had no voluntary turnover within the organization. This is credited to the
organization's focus on culture, leadership, innovation, retention, training, development, and
advancement.
Southwest General Health Center uses best practice selection tools such as structured
behavioral interviews, behavioral assessments to aid the interview process, shadowing
opportunities, and peer interviewing. Southwest ensures these methods are effective by closely
monitoring turnover information to notice trends or areas for improvement, with close attention
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paid to first year turnover. In addition, Southwest conducts 30 and 90 day reviews to determine
a new-hire's fit and progress.
Summa Health System evaluates its hiring process by using metrics such as the number of
new-hires per referral sources, length of time to fill, quantity of applicants, vacancy rate, quality
of applicant, turnover, 90-day retention rate, percent of diverse candidates, cost per hire,
percentage of internal promotions, and return on investment analysis. In addition, every month a
“Recruitment Scorecard” is produced including metrics on vacancy rate, length of time to fill,
overall voluntary separation rate, 90-day retention rate, and cost per hire. Summa also uses
many surveys for feedback on the hiring process including its bi-annual customer survey, new
employee on-boarding survey (completed after 60 days), and exit interviews.

Winner Benchmarks
Average number of applicants per job posting in 2012
Average
All Winners

64

Industry Type
Health & Human Services

38

Manufacturing

76

Professional Services

70

Technology

53

Other Non-Profit

54

Other For-Profit

86

Number of Employees (in NEO)
1-50

69

51-200

77

201-500

62

Over 500

46
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Average percentage of candidates that accepted employment offers (of those given
employment offers) in 2012
Average %
All Winners

94%

Industry Type
Health & Human Services

95%

Manufacturing

96%

Professional Services

91%

Technology

94%

Other Non-Profit

97%

Other For-Profit

95%

Number of Employees (in NEO)
1-50

90%

51-200

97%

201-500

94%

Over 500

94%

Average percentage of new-hires that were terminated or asked to leave within one year
of being hired in 2012
Average %
All Winners

3.9%

Industry Type
Health & Human Services

8.5%

Manufacturing

2.9%

Professional Services

2.9%

Technology

3.9%

Other Non-Profit

1.9%

Other For-Profit

3.2%

Number of Employees (in NEO)
1-50

2.9%

51-200

3.5%

201-500

5.4%

Over 500

4.4%
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Average percentage of new-hires that voluntarily left the organization within one year of
being hired in 2012
Average %
All Winners

5.4%

Industry Type
Health & Human Services

9.6%

Manufacturing

6.4%

Professional Services

2.7%

Technology

3.1%

Other Non-Profit

2.7%

Other For-Profit

9.0%

Number of Employees (in NEO)
1-50

1.4%

51-200

5.4%

201-500

7.1%

Over 500

7.6%

Percentage of winners which had no voluntary turnover of new-hires within 1 year of
being hired
Average %
All Winners

35%

Industry Type
Health & Human Services

0%

Manufacturing

28%

Professional Services

60%

Technology

25%

Other Non-Profit

50%

Other For-Profit

31%

Number of Employees (in NEO)
1-50

65%

51-200

47%

201-500

6%

Over 500

14%
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Average percentage of employees that voluntarily left winners in 2012
Average %
All Winners

7.5%

Industry Type
Health & Human Services

10.5%

Manufacturing

6.5%

Professional Services

6.5%

Technology

7.1%

Other Non-Profit

6.3%

Other For-Profit

8.6%

Number of Employees (in NEO)
1-50

5.1%

51-200

6.5%

201-500

10.4%

Over 500

8.8%

Average percentage of top performers that voluntarily left winners in 2012
Average %
All Winners

2.5%

Industry Type
Health & Human Services

3.5%

Manufacturing

2.1%

Professional Services

1.5%

Technology

2.9%

Other Non-Profit

4.3%

Other For-Profit

2.7%

Number of Employees (in NEO)
1-50

0.7%

51-200

2.5%

201-500

3.8%

Over 500

3.4%
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Average tenure of employees (in years) at winners
Average
All Winners

8.0

Industry Type
Health & Human Services

8.7

Manufacturing

9.4

Professional Services

7.5

Technology

4.8

Other Non-Profit

11.4

Other For-Profit

6.9

Number of Employees (in NEO)
1-50

6.1

51-200

7.8

201-500

8.1

Over 500

9.8

Average tenure of top performers (in years) at winners
Average
All Winners

9.9

Industry Type
Health & Human Services

11.6

Manufacturing

10.3

Professional Services

9.2

Technology

6.4

Other Non-Profit

12.1

Other For-Profit

9.7

Number of Employees (in NEO)
1-50

7.6

51-200

9.9

201-500

9.1

Over 500

12.1
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Total number of employees hired in 2012 by winners
Total #
All Winners

26,885

Industry Type
Health & Human Services

21,362

Manufacturing

1,630

Professional Services

535

Technology

711

Other Non-Profit

1,538

Other For-Profit

1,109

Number of Employees (in NEO)
1-50

259

51-200

696

201-500

1,163

Over 500

24,767

Total number of interns hired in 2012 by winners
Total #
All Winners

2,639

Industry Type
Health & Human Services

1,850

Manufacturing

188

Professional Services

165

Technology

113

Other Non-Profit

243

Other For-Profit

80

Number of Employees (in NEO)
1-50

47

51-200

135

201-500

151

Over 500

2,306
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Average percentage of winners hiring at least one intern
Average %
All Winners

84%

Industry Type
Health & Human Services

88%

Manufacturing

83%

Professional Services

83%

Technology

67%

Other Non-Profit

100%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

61%

51-200

81%

201-500

94%

Over 500

100%
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On-Boarding
Winner Best Practices
Winners strive to create an exceptionally positive and comfortable experience for their new-hire
after they accept the offer, on their first day, and within their first weeks and month on the job.
Through the many touch points they make with new-hires and structured, well-organized
approaches, winners make on-boarding a memorable and educational experience for new
employees.

New-hire engagement
Prior to their new-hire starting work, winners communicate with them on an ongoing basis.
Hiring managers and HR reach out to them to welcome them with phone calls, emails, and
cards or notes. Many times, new-hires are also sent or given gifts prior to their arrival such as
gift cards, logo items, and flowers and may also be invited to special events. Winners provide
information about the organization, the logistics of their first day, and their on-boarding plan. In
some cases, particularly at larger winners, they have instituted special websites, systems, or
portals for new-hires to access information (sometimes personalized to them), learn about the
organization, and complete pre-hire paperwork or training. All of this is intended to help set them
up for success once they start work.

Preparation for a new-hire's arrival
In addition, winners announce new-hires to their workforce through newsletters, formal
announcements, email, and via their intranet. These announcements usually describe new
hires' background and communicate their start date and the role they will assume. Sometimes
winners also provide a picture of the new-hire. These tactics serve to increase awareness about
new employees in the organization and encourage greeting and welcoming new-hires. Some
organizations also have "meet and greet" events for other employees to meet new-hires or
formally introduce new employees at staff and/or department meetings. Winners also provide
quite a bit of support to their managers and supervisors to make sure that on-boarding goes
according to plan. Such support includes checklists, guides, and templates that help them onboard new-hires.

The new-hire's first day
Winners make their new-hire's first day a welcoming and memorable experience. New-hires are
typically greeted enthusiastically upon their arrival in-person and their desk is set-up with all of
the appropriate equipment and supplies, as well as with things that welcome them (welcome
signs and banners, etc.). Winners' on-boarding approach is often well-planned which sends the
message that they are well-prepared for their new-hire's arrival. Some common elements of
winners' on-boarding include:
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Schedule or agenda for a new hire's first day and week
Welcome packet including a policy manual, forms, work tools, organizational chart, and
training or job-related resources
Tour of the building and/or facility
Overview of mission, vision, company direction, and strategy
Benefits overview
Formal orientation on policies, procedures, and benefits
Personal time with supervisor or manager
Welcome lunch, usually with their manager or other members of their team
Introductions with team members
Welcome activities (celebrations, scavenger hunts, on-boarding games/activities/programs)
Opportunity to meet and engage with the CEO and other senior leaders
Training and development plans; training on systems, tools, and skills; on-the-job training

On-boarding beyond the first day
Effective on-boarding extends beyond the new-hire's first day into their first weeks and months
at winners. During this time period, winners provide on-going training, development, and support
to continue to help new-hires assimilate into and gain familiarity of their roles, including:






Opportunities to meet with various departments, leaders, and key employees
Mentors, protégés, buddies, or coaches who answer questions and provide support
On-going education, training and development about the organization
Access to training and development on technical and soft skills
Follow-up orientation programs

All of these new-hire engagement and on-boarding efforts help winners better on-board new
employees, assist them in assimilating more quickly and successfully into the organization,
make them feel welcomed and supported in their new roles, and enhance their satisfaction and
engagement.

Winner Stories & Examples
At Akron General Health System, new-hires go through a formal new-hire orientation which
includes an in-person welcome by the organization's President & CEO who spends time with
new-hires, telling them about the organization's story, stressing the important role they play in
the organization, and emphasizing the importance of exceptional customer service. New-hires
often say that this is the most engaging part of their on-boarding program and are impressed
that the CEO takes time to personally talk to them. In addition, new-hires go through a
departmental orientation beginning on their second day where hiring managers provide them
with an outline and host welcome teas, breakfasts, lunches, and/or dessert breaks. New-hires
are also paired with buddies or preceptors.
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Centric Consulting assigned each new-hire a career coach and on-boarding advisor in addition
to their project manager. They are also given laptops prior to their start day, given a surprise
welcome gift related to their interests, provided with time to review on-boarding and project
documents, meet with their on-boarding advisor for breakfast, and engage in a project team
lunch with their team. In addition, partners and other team members meet with the new
employee. During these meetings, new-hires learn about the history and culture of the
organization and make contacts with people throughout the company.
Cohen and Company supports its new-hires from the beginning. Supervisors extend a welcome
from the firm after the new-hire accepts the offer and new-hires are given a welcome kit with
local city information, a signed note from the organization's CEO and their practice leader, and a
Starbucks gift card. New-hires are provided with a tour of the facility, a welcome lunch with their
peers, and a learning buddy where they are teamed up with a seasoned employee who will help
the new hire navigate through their first several weeks. The learning buddy answers questions,
helps the new-hire learn the basics about the firm, and provides support. New employees also
engage in a sit-down lunch and/or meeting with the founder and CEO to learn about the firm's
origins, values, and beliefs.
Cuyahoga Community College has developed a "Supervisor's Guide for Successful Transition
of a New Employee to Your Team," which is a checklist of specific items that they are to review
when they meet with the new-hire that helps ensure that new employees are on-boarded
effectively. Additionally, during the orientation process, new employees meet with the Executive
Leadership Team; have an in-person one-on-one to answer any individual questions they have;
and learn about the organization's culture as well as benefits, policies, mission, vision, values,
goals, leadership focus, and key departments.
At Findaway World, new-hires are welcomed with a "Findawayer Starter Kit" which is a basket
that includes their first Findaway Shirt, a Playaway for them to utilize and listen to audio content,
ear buds, a Findawayer Culture book, additional goodies, and "Finding Your Way at Findaway
World" program cards. “Finding your Way” consists of 22 missions that must be accomplished in
a new-hire's first thirty days. Missions drive new employees to own their introduction to
Findaway World in a creative way, and include the "Get Animated" mission which asks the newhire to introduce themselves to the Creative Team to get their personal Avatar created for the
organization’s Mash-Up Wall; the "Big Dog" mission which asks the new-hire to set up one-onone meetings with each member of the senior management team; and the "X-Tra Fun"
challenge, which asks the new Findawayer to challenge the Technology team to a game of FiFa
Soccer. Additionally, on-boarding involves a morning orientation program, lunch with team
members, and an afternoon schedule with their team.
During the interview process, Earnest asks candidates what their favorite cereal was as a child,
and on their first day, the organization has that cereal in the break room. The whole office
shares an informal breakfast with the new-hire to welcome them into the organization.
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Flight Options has a robust on-boarding process to help its new employees feel welcomed. After
they are offered the job, they are welcomed by their hiring manager and provided with a list of
FAQs, employee guide, benefit supplement, as well as a book with a note to help them prepare
for their new role. HR also reaches out to them to have their questions answered and let them
know that they are prepared and excited for them to start work. When the new-hire starts, they
engage in a 2-day orientation event and tour, have a handwritten note by an executive present
at their desk, participate in a welcome breakfast with managers, are provided with lunch,
participate in a meet and greet with leadership, engage in a scavenger hunt to meet people
outside of their department, and learn about the organization. They are also given two lunch
tickets to use one and invite someone they met to lunch. Other unique aspects of its onboarding program are an executive sponsored lunch which exposes new-hires to C-Level
executives, and access to a mentor to help them through their transition.
Lake Health hosts a "Welcoming Celebration" for new-hires which involves interaction with
senior leaders who answer their questions, interactive games, team activities, presentations,
and welcome gifts. After the "Welcoming Celebration," new-hires attend an orientation and are
matched with a preceptor based on their skills, learning style preferences, and personality style
who is available to them throughout the first year.
LOGOS' on-boarding program features interactive presentations and educational sessions
regarding the culture, rules, tools, resources, processes, technology and more; a lunch where
they can bond with fellow coworkers; rotational interviews with different key resources; a series
of kick off meetings with managers; and a culture coach to help all new-hires learn the unwritten
rules and nuances about the organization's culture.
MCPc customizes each team member's orientation to their role, responsibilities, and the
territory/regional coverage they will have to ensure that they are prepared for their new role. All
new-hires receive a welcome cookie basket and orientation binder on their first day, as well as a
concierge during the first week to create a positive experience for the new-hire. Additionally, a
"buddy" system is used to help new-hires through the recruiting and on-boarding process.
PRC Medical's new-hires receive a handwritten welcome card with signatures from top
management, their supervisor, HR and coworkers, and Starbucks gift card. The welcome note
mentions their start date and lets them know that the organization is excited to have him or her
join the team. The organization also shares associate profiles with new-hires, particularly those
in leadership roles, to help them get to know the staff.
New-hires at the Shamrock Companies are sent a Shamrock plant along with a welcome packet
that communicates what their first day of work will entail. The organization checks in frequently
with new employees prior to their first day to answer questions or concerns they have. Once
new-hires start, they participate in several activities including a tour of the building; lunch with
their supervisor, HR manager, and coworkers; a "meet and greet" in the Shamrock Cafe with
the entire staff; informal mentoring with a buddy; and "FISH Camp" which is a half-day training

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 117 of 298

session that explains Gung Ho!, FISH, and Ravings Fans, the Shamrock philosophies that
define its culture.
Skoda Minotti's on-boarding process involves a few unique components - specifically a career
development aspect in which the new-hire is introduced to the organization's training philosophy
and educated about how to develop themselves during their tenure; technical, compliance, and
soft-skills training; and one-on-one sessions with Partners - all of which serve to develop new
hires and stress the importance of development.
Sterling Jewelers has established a "Welcome Warrior" committee to make team members feel
welcomed as soon as they start, educate them about the company and its departments, and
make them feel less intimidated. All new employees also attend a new-hire orientation and
receive an orientation guide which includes over 100 pages of information that is useful to newhires including an overview of the organization, its expectations, facility amenities, important
resources, among others.

Winner Benchmarks
Average timeframe in which winners send new-hires on-boarding information prior to
their start date after acceptance of the offer
Same day
36%

Within 3
days
36%

Within 1
week
23%

Within 2
weeks
5%

2 weeks
of more
0%

Health & Human Services

65%

29%

6%

0%

0%

Manufacturing

50%

28%

17%

6%

0%

Professional Services

20%

40%

33%

7%

0%

Technology

33%

58%

8%

0%

0%

Other Non-Profit

40%

30%

30%

0%

0%

Other For-Profit

15%

31%

39%

15%

0%

1-50

26%

44%

26%

4%

0%

51-200

34%

38%

22%

6%

0%

201-500

35%

29%

29%

6%

0%

Over 500

46%

32%

18%

4%

0%

All Winners
Industry Type

Number of Employees (in NEO)
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Average timeframe in which winners contact new-hires prior to their start date to
welcome them, answer questions, and brief them on expectations for their first day after
acceptance of the offer
Same day
33%

Within 3
days
34%

Within 1
week
27%

Within 2
weeks
4%

2 weeks
of more
2%

Health & Human Services

59%

18%

24%

0%

0%

Manufacturing

44%

33%

22%

0%

0%

Professional Services

10%

53%

23%

7%

7%

Technology

42%

42%

17%

0%

0%

Other Non-Profit

40%

20%

40%

0%

0%

Other For-Profit

23%

15%

46%

15%

0%

1-50

22%

52%

17%

0%

9%

51-200

22%

47%

28%

3%

0%

201-500

47%

6%

35%

12%

0%

Over 500

46%

21%

29%

4%

0%

All Winners
Industry Type

Number of Employees (in NEO)

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 119 of 298

It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a creative on-boarding
program that aligns with its unique culture.

Background
Findaway World realized that its on-boarding program was not sustainable with its pace of
growth. Each manager was responsible for on-boarding new employees and the program was
not consistent across the organization. It became clear that the organization needed to create a
structured approach to optimize the on-boarding process while keeping it true to its culture. As a
result, the "Finding Your Way at Findaway World" program was created.

Action
The "Finding Your Way at Findaway World" program features on-boarding cards with twenty
missions which are intended to integrate each new employee into the organization's culture in a
fun and creative way and help employees take ownership over their on-boarding experience.
Each mission is intended to foster partnering, teamwork, relationship building, and help the newhire assimilate into the culture. All of the missions are worded in witty and creative ways.
Specific missions include:











Get Animated. New-hires are asked to introduce themselves to someone on the creative
team to have their personal Avatar created (a personalized caricature magnet).
Instance Messaging. New-hires post their Avatar on the organization's interactive "MashUp Wall" and introduce themselves.
Say Cheese. New-hires have the Creative Team take their picture for the online company
directory.
John Hancock. New-hires work with HR to complete their paperwork and benefit forms.
BFF. New-hires choose other coworkers to take out to lunch on the company.
And Buy The Way. New-hires are given an enclosed gift card to treat a coworker or group
of coworkers to something special, of the new-hire's creative choice.
Back to the Grind. New-hires schedule a short shift of production work to learn about the
organization's products.
Big Dogs. New-hires set up meetings with each member of the senior management team to
introduce themselves and learn about the different parts of the business.
X-Tra Fun. New-hires are challenged to engage other Findawayers in a game on the
organization's Xbox console.
Picnic Party. New-hires are asked to force someone to have an outdoor conversation with
them outside on the organization's orange picnic tables, where meetings are frequently held.
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Mitch. New-hires set up a short meeting with the CEO, Mitch Kroll for a couple weeks after
their start date, and are encouraged to bring a box of Dots with them.

Other missions include visiting the organization's website; meeting with IT; learning about critical
systems (e.g. the phone), as well as safety and expense reporting; filling out a new-hire survey,
and listening to audiobooks that the organization produces. At the end of the twenty cards, there
is one final mission for new-hires: to take a photo holding their pack of on-boarding cards
signifying that their mission is complete.

Result

The "Finding your Way at Findaway World" program integrates new employees not only into the
company, but into the culture. With each mission that they complete, new-hires learn something
new about the business, meet someone new within the team, and at the end of their thirty-day
mission, they are successfully integrated into the Findaway World culture and team.
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JOBS / HIRING
W I N N E R

I M P A C T

26,885

employees hired in 2012 by
NorthCoast 99 winners

2,639 interns hired in 2012 by NC99 winners

98%

84%

20

26

of winners
hired at least
1 employee in
2012

%

the average
percentage
of top
performers
that were
promoted in
2012

of winners
hired at least
1 intern in
2012

%

the average
percentage
of new-hires
referred to
winners by their
top performers
in 2012

Compensation, Rewards &
Appreciation
It starts with one to make a difference and an impact in the workplace: one kind of word or note
of appreciation, one pay increase, one bonus, or one reward.
Winners strive to create workplaces that pay it forward - that generously pay their employees,
reward their best employees, and show appreciation for their contributions. The following
section summarizes winners' best practices, shares winner benchmarks, and contains unique
stories and examples of how some winners are leading by example in compensation practices,
compensation increases, compensation communication, pay for performance; and rewards,
recognition, and appreciation.

Compensation Practices
Winner Best Practices
Winners generally use three methods to determine how to pay their top performers fairly and
competitively: market analyses, salary surveys, and job evaluation studies. Market analyses
tend to be the most common as nearly all winners (92%) evaluate their pay practices at least
once every two years using a market analysis with 82% conducting a market analysis annually
or more often than annually.
Ninety percent of winners consult salary survey sources at least annually to set compensation.
Winners typically use national and local salary survey information applicable to their labor
market, industry, and organizational size to gauge what pay is competitive and fair. This
information spans published salary surveys, online databases, staffing and recruitment
resources and reports, consulting firms, data published by professional associations and in
professional publications, and government information. Common salary survey sources used by
winners include:









Aon Hewitt
BLR
Bureau of Labor Statistics
CHAMPS
Compensation Resources
CompData
CompQuest
Conference Board
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CPAAI
Culpepper
Dice
ERC Surveys
ERI - Economic Research Institute
Findley Davies
Gartner
Government/DOL Labor Reports
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Guidestar
Hay Group
Kenexa
K-Force
Kiplinger
Leading Age Ohio
McLagan Consulting
Mercer
O*Net
Online data (salary.com, Payscale,
salaryexpert, glassdoor)
Recruiting websites













Perlin
PrimeGlobal
Professional or trade associations
Professional Publications
Radford
Robert Half International
SHRM
Staffing agencies
Sullivan Cotter
Towers Watson
WorldatWork

Job evaluation studies also play an important role in evaluating pay for internal equity, with 72%
of winners conducting them at least every two years and 66% of winners conducting them at
least annually. Job evaluation studies assess the value or worth of a job in comparison to other
jobs at the organization to set a pay structure. Such studies help ensure that winners are paying
employees who have the most valuable skills and competencies at their organization with more
pay.
In addition to these means of setting pay, winners use a few other methods to determine
compensation including employee feedback from current and prospective employees (surveys,
exit interviews, candidate interviews and pay expectations, etc.), networking within their
industry/industry dialogues, outside consultants, and custom pay surveys and benchmarking
studies. Winners also examine turnover and reasons for employees leaving.
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Winner Benchmarks
Frequency with which winners conduct a market analysis
Continuous
(more often
than annually)
39%

Annually

Every 2
years

As
needed

10%

Less often
than every
2 years
3%

43%

Health & Human Services

65%

24%

6%

6%

0%

Manufacturing

6%

56%

22%

6%

11%

Professional Services

30%

50%

13%

0%

7%

Technology

75%

25%

0%

0%

0%

Other Non-Profit

10%

80%

0%

10%

0%

Other For-Profit

62%

23%

8%

0%

8%

1-50

35%

48%

9%

0%

9%

51-200

34%

53%

3%

0%

9%

201-500

35%

24%

29%

12%

0%

Over 500

50%

39%

7%

4%

0%

All Winners

5%

Industry Type

Number of Employees (in NEO)

Frequency with which winners use salary survey sources to benchmark compensation
Continuous
(more often
than annually)
52%

Annually

Every 2
years

As
needed

3%

Less often
than every
2 years
1%

38%

Health & Human Services

82%

18%

0%

0%

0%

Manufacturing

44%

33%

11%

6%

6%

Professional Services

40%

43%

3%

0%

13%

Technology

75%

25%

0%

0%

0%

Other Non-Profit

40%

60%

0%

0%

0%

Other For-Profit

39%

54%

0%

0%

8%

1-50

35%

44%

4%

0%

17%

51-200

50%

47%

0%

0%

3%

201-500

47%

41%

6%

6%

0%

Over 500

71%

21%

4%

0%

4%

All Winners

6%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners conduct job evaluation studies
Continuous
(more often
than annually)
42%

Annually

Every 2
years

As
needed

6%

Less often
than every
2 years
6%

24%

Health & Human Services

59%

12%

6%

6%

18%

Manufacturing

22%

17%

11%

6%

44%

Professional Services

27%

43%

7%

7%

17%

Technology

67%

8%

0%

0%

25%

Other Non-Profit

50%

10%

0%

20%

20%

Other For-Profit

54%

31%

8%

0%

8%

1-50

26%

52%

4%

4%

13%

51-200

44%

25%

3%

6%

22%

201-500

12%

12%

18%

18%

41%

Over 500

71%

7%

4%

0%

18%

All Winners

22%

Industry Type

Number of Employees (in NEO)

Percentage of winners that have a policy which suggests that their organization intends
to pay employees at or above market rates
Percent
All Winners

77%

Industry Type
Health & Human Services

88%

Manufacturing

83%

Professional Services

70%

Technology

92%

Other Non-Profit

80%

Other For-Profit

54%

Number of Employees (in NEO)
1-50

74%

51-200

66%

201-500

82%

Over 500

89%
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Average percentage of employees paid above, at, and below market at winners
Above
Market
34%

At
Market
59%

Below
Market
9%

Health & Human Services

28%

60%

14%

Manufacturing

32%

59%

9%

Professional Services

49%

54%

2%

Technology

20%

70%

10%

Other Non-Profit

25%

63%

12%

Other For-Profit

32%

59%

9%

1-50

42%

61%

2%

51-200

38%

54%

10%

201-500

24%

67%

8%

Over 500

29%

60%

13%

All Winners
Industry Type

Number of Employees (in NEO)

Compensation Increases
Winner Best Practices
Winners pay nearly all of their employees at or above market, suggesting that their pay
practices are strongly competitive. On average, 59% of employees at winners are paid at
market, 34% of employees are paid above market, and 9% of employees are paid below
market. Usually winners pay 90-100% of their employees at or above market. Also, market
adjustments and cost-of-living increases are commonly provided by winners to support their
competitive pay practices and keep salaries at market levels.
In addition to paying employees at or above market and making regular adjustments to their
pay, winners offer above-average pay increases. In 2012, for example, winners paid top
performers an average pay increase of 6.3%, average performers an average pay increase of
3.5%, and bottom performers an average pay increase of 1.2%. Also, the average pay increase
for all employees was 3.9%.
Winners generally provide much higher pay increases to their top performers. On average,
winners pay top performers 2.7% higher increases than average performers and 5.1% higher
increases than bottom performers. Additionally, they pay average performers 2.3% higher
increases than bottom performers, on average.
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Winner Benchmarks
Average salary or wage increase provided in 2012 by winners
Top
Performers
6.3%

Average
Performers
3.5%

Bottom
Performers
1.2%

All
Employees
3.9%

Health & Human Services

3.3%

2.5%

1.0%

2.5%

Manufacturing

5.6%

3.1%

1.3%

3.6%

Professional Services

7.6%

4.1%

1.6%

5.0%

Technology

9.7%

5.0%

1.3%

5.3%

Other Non-Profit

3.1%

2.1%

0.5%

2.3%

Other For-Profit

7.0%

3.6%

1.0%

3.6%

1-50

9.6%

4.8%

1.3%

5.7%

51-200

6.3%

3.4%

1.3%

4.0%

201-500

4.7%

3.1%

1.6%

3.4%

Over 500

4.4%

2.8%

0.8%

2.7%

All Winners
Industry Type

Number of Employees (in NEO)

Average pay increase differential between levels of performance by winners
TopAverage
2.7%

TopBottom
5.1%

AverageBottom
2.3%

Health & Human Services

0.7%

2.1%

1.4%

Manufacturing

2.5%

4.4%

1.8%

Professional Services

3.5%

6.2%

2.7%

Technology

4.7%

8.4%

3.7%

Other Non-Profit

1.0%

2.7%

1.7%

Other For-Profit

3.4%

6.0%

2.6%

1-50

4.8%

8.5%

3.8%

51-200

2.9%

5.0%

2.1%

201-500

1.6%

3.1%

1.5%

Over 500

1.6%

3.5%

1.9%

All Winners
Industry Type

Number of Employees (in NEO)
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Average percentage of employees that received a salary or wage increase in 2012
Top
Performers
80%

Average
Performers
83%

Bottom
Performers
38%

All
Employees
85%

Health & Human Services

68%

70%

33%

75%

Manufacturing

84%

94%

37%

94%

Professional Services

87%

86%

49%

87%

Technology

57%

69%

16%

78%

Other Non-Profit

86%

90%

51%

98%

Other For-Profit

93%

88%

39%

80%

1-50

77%

77%

24%

82%

51-200

91%

93%

53%

91%

201-500

82%

81%

40%

84%

Over 500

69%

78%

30%

82%

All Winners
Industry Type

Number of Employees (in NEO)

Percentage of winners that provided all employees with salary or wage increases in 2012
Top
Performers
63%

Average
Performers
46%

Bottom
Performers
21%

All
Employees
27%

Health & Human Services

47%

29%

18%

24%

Manufacturing

78%

61%

22%

39%

Professional Services

77%

53%

27%

23%

Technology

25%

17%

8%

25%

Other Non-Profit

70%

60%

30%

40%

Other For-Profit

62%

46%

15%

15%

1-50

65%

39%

9%

22%

51-200

78%

66%

38%

38%

201-500

71%

41%

18%

18%

Over 500

39%

32%

14%

25%

All Winners
Industry Type

Number of Employees (in NEO)
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Frequency with which winners make market adjustments to employees' pay
Continuous
(more often
than annually)
20%

Annually

Every 2
years

As
needed

1%

Less often
than every
2 years
2%

39%

Health & Human Services

29%

18%

6%

0%

47%

Manufacturing

11%

39%

0%

0%

50%

Professional Services

20%

53%

0%

3%

23%

Technology

25%

25%

0%

0%

50%

Other Non-Profit

20%

20%

0%

10%

50%

Other For-Profit

15%

62%

0%

0%

23%

1-50

17%

44%

0%

4%

35%

51-200

13%

50%

0%

0%

38%

201-500

12%

47%

6%

0%

35%

Over 500

36%

18%

0%

4%

43%

As
needed

All Winners

38%

Industry Type

Number of Employees (in NEO)

Frequency with which winners provide cost of living increases
Continuous
(more often
than annually)
3%

Annually

Every 2
years

50%

0%

Less often
than every
2 years
8%

Health & Human Services

12%

29%

0%

12%

47%

Manufacturing

0%

50%

0%

11%

39%

Professional Services

0%

67%

0%

3%

30%

Technology

8%

42%

0%

0%

50%

Other Non-Profit

0%

44%

0%

22%

33%

Other For-Profit

0%

46%

0%

8%

46%

1-50

4%

52%

0%

4%

39%

51-200

0%

69%

0%

3%

28%

201-500

0%

38%

0%

19%

44%

Over 500

7%

32%

0%

11%

50%

All Winners

39%

Industry Type

Number of Employees (in NEO)
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Compensation Communication
Winner Best Practices
Winners understand the importance of communicating their pay practices to employees so that
they understand and appreciate how they are paid relative to the market and that their pay is
competitive and fair. Most winners communicate how they pay employees relative to the market
indirectly through general communications or policies by explaining their philosophies and
practices in setting compensation.
Winners also communicate pay directly in person. They meet one-on-one with employees to
communicate pay, usually at least annually or on an as needed basis. Winners also show
employees actual market data about how their pay compares to the market. Thirty-five percent
of winners do this annually and 59% do this on an as needed basis.
More formally, some winners provide total compensation or total rewards statements to
communicate pay. These statements help showcase employees' true compensation and all of
the ways the organization invests in them. Sixty-five percent of winners provide these types of
statements annually and 21% of winners provide them as needed.
All of these tactics serve to help employees better understand how the organization pays them,
and help them better appreciate their organizations' generous and fair compensation practices.

Winner Benchmarks
Frequency with which winners show employees actual market data about how their pay
compares to the market
Continuous
(more often
than annually)
13%

Annually

Every 2
years

As
needed

1%

Less often
than every
2 years
6%

21%

Health & Human Services

24%

12%

0%

6%

59%

Manufacturing

6%

17%

6%

6%

67%

Professional Services

10%

37%

0%

7%

47%

Technology

8%

8%

0%

0%

83%

Other Non-Profit

20%

20%

0%

20%

40%

Other For-Profit

15%

15%

0%

0%

69%

1-50

9%

26%

0%

9%

57%

51-200

16%

28%

3%

0%

53%

All Winners

59%

Industry Type

Number of Employees (in NEO)
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Annually

Every 2
years

201-500

Continuous
(more often
than annually)
0%

As
needed

0%

Less often
than every
2 years
18%

0%

Over 500

21%

21%

0%

4%

54%

82%

Frequency with which winners communicate how they pay employees relative to the
market (one-on-one with employees)
Continuous
(more often
than annually)
18%

Annually

Every 2
years

As
needed

1%

Less often
than every
2 years
5%

30%

Health & Human Services

41%

18%

0%

6%

35%

Manufacturing

17%

17%

0%

0%

67%

Professional Services

13%

43%

0%

7%

37%

Technology

8%

25%

0%

8%

58%

Other Non-Profit

10%

40%

10%

10%

30%

Other For-Profit

15%

31%

0%

0%

54%

1-50

4%

35%

0%

9%

52%

51-200

25%

31%

0%

0%

44%

201-500

0%

24%

0%

12%

65%

Over 500

32%

29%

4%

4%

32%

All Winners

46%

Industry Type

Number of Employees (in NEO)
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Frequency with which winners communicate how they pay employees relative to the
market (general communication or via policy)
Continuous
(more often
than annually)
17%

Annually

Every 2
years

As
needed

1%

Less often
than every
2 years
4%

45%

Health & Human Services

47%

29%

0%

6%

18%

Manufacturing

6%

67%

0%

0%

28%

Professional Services

17%

40%

3%

3%

37%

Technology

0%

50%

0%

17%

33%

Other Non-Profit

10%

60%

0%

0%

30%

Other For-Profit

15%

31%

0%

0%

54%

1-50

17%

39%

0%

4%

39%

51-200

16%

44%

3%

0%

38%

201-500

0%

41%

0%

18%

41%

Over 500

29%

54%

0%

0%

18%

All Winners

33%

Industry Type

Number of Employees (in NEO)

Frequency with which winners provide total compensation or total rewards statements
Continuous
(more often
than annually)
13%

Annually

Every 2
years

As
needed

3%

Less often
than every
2 years
14%

49%

Health & Human Services

18%

35%

0%

18%

29%

Manufacturing

11%

44%

6%

11%

28%

Professional Services

7%

63%

3%

13%

13%

Technology

17%

58%

0%

0%

25%

Other Non-Profit

20%

40%

10%

20%

10%

Other For-Profit

15%

39%

0%

23%

23%

1-50

0%

57%

4%

9%

30%

51-200

13%

59%

6%

9%

13%

201-500

18%

35%

0%

24%

24%

Over 500

21%

39%

0%

18%

21%

All Winners

21%

Industry Type

Number of Employees (in NEO)
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Pay for Performance
Winner Best Practices
Winners make notable efforts to offer employees the opportunity to earn more pay based on
their performance and reward their contributions through compensation, most commonly
through merit increases (97%), bonuses (90%), and profit-sharing (42%). Stock options (16%)
and gain sharing (6%) are less frequently offered by winners. Most employees are eligible to
receive these pay for performance options - not just managers and executives.
Bonus and incentive payouts tend to be extremely generous among winners. Reflected as a
percentage of wage or salary, on average, top performers received a 11.9% bonus/incentive
payout, average performers received a 7.2% payout, and bottom performers received a 2.7%
payout. Additionally, the average bonus/incentive payout for all employees was 9.8% in 2012.
Pay is linked to performance in a number of ways, usually through individual performance
(evaluation scores or goal attainment) and organizational performance (profitability, revenue,
sales, attainment of business objectives). Sometimes, pay is also linked to team or group
performance, especially when teamwork and collaboration are imperative to meeting certain
organizational goals and objectives or when incentives are team-based. It should be noted that
other criteria for pay for performance options are also used including skill or credential
attainment, successful project completion, and production.

Winner Stories & Examples
AMRESCO offers "spot bonuses" when employees go the extra mile. Employees can receive
$500/$1,000 per month that they take on additional responsibilities. In addition, employees
receive monthly bonuses for joining committees related to safety, customer service, and quality
that are beyond their typical job responsibilities. An estimated 15% of employees receive a
bonus for this.
Gardiner Trane offers various pay for performance options. In its operations area, employees
can create a variable compensation plan that is as aggressive as they would like it to be which
allows them to receive financial incentives for the work they perform as well as the departmental
and company goals that they reach. Additionally, the organization's field associates are given
financial incentives through its "Lead Program." This program enables employees to attain
incentives by reading books, attending seminars, reaching personal goals, among other
behaviors.
At Plante Moran, salaried employees with at least three years of experience are eligible to
participate in the organization's bonus program, which is based on their achievement of results
as well as the overall performance of the firm. Bonuses can be as much as 25% of a staff
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member's annual salary. Also, each staff member received an additional 10% bonus this past
year.
Ryan employees who service clients are eligible for bonuses based on their position level which
can range from 5%-35% of their annual base salary based on client satisfaction, mutually
agreed upon objectives, and revenue generated on projects. "Spot" bonuses are also made
available and are awarded to any person at any time depending on the circumstances and
recommendations that are made.
Employees in hourly manufacturing and distribution roles at Shurtech can participate in a
program called "ShurShare" which rewards employees based on quality, accuracy, productivity,
and other factors. Incentives are measured and paid out quarterly based on whether goals are
met. Additionally, managers and professional employees are eligible for annual incentives
based on 70% organizational goal achievement along with 30% individual goal achievement
(varying depending on to what extent the individual has the direct ability to influence sales or
profits). Annual incentives have been paid out for the last 15 years at the organization.
Summa offers a pay for performance bonus plan to its courier service staff which is based
on on-time delivery of packages/supplies, attendance, and customer satisfaction. The bonus is
paid quarterly and up to 3% of quarterly pay can be earned. In addition, Summa offers an
incentive plan to its physicians to reward them for patient satisfaction, timely completion of
records, patient access to care, and clinical quality.
Excelas has a "Management Incentive Program" where management is eligible to receive
incentive payouts, with an average payout of 15% of their salary, based on the achievement of
goals within their areas of responsibility as well as two company targets which involved sales
growth and increased efficiency without compromising quality.
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Winner Benchmarks
Percentage of winners that have a policy which suggests that their organization aligns
pay with performance
Percent
All Winners

79%

Industry Type
Health & Human Services

71%

Manufacturing

78%

Professional Services

83%

Technology

83%

Other Non-Profit

80%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

83%

51-200

75%

201-500

88%

Over 500

75%

Percentage of winners offering the following pay for performance options at winners
Bonuses
90%

Gainsharing
6%

Merit
increases
97%

Profitsharing
42%

Stock
options
16%

Health & Human Services

88%

13%

94%

19%

6%

Manufacturing

94%

0%

94%

44%

28%

Professional Services

97%

7%

100%

60%

7%

Technology

92%

0%

100%

42%

33%

Other Non-Profit

60%

0%

90%

10%

0%

Other For-Profit

92%

15%

100%

54%

31%

1-50

87%

4%

100%

52%

9%

51-200

94%

0%

100%

56%

16%

201-500

94%

6%

100%

35%

24%

Over 500

86%

15%

89%

22%

19%

All Winners
Industry Type

Number of Employees (in NEO)
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Average percentage of employees eligible for pay for performance options
Bonuses
74%

Gainsharing
10%

Merit
increases
92%

Profitsharing
74%

Stock
options
13%

Health & Human Services

54%

0%

70%

23%

0%

Manufacturing

80%

0%

98%

88%

16%

Professional Services

92%

33%

96%

81%

9%

Technology

67%

0%

100%

75%

19%

Other Non-Profit

45%

n/a

86%

97%

n/a

Other For-Profit

70%

5%

97%

84%

21%

1-50

80%

16%

95%

83%

21%

51-200

78%

0%

98%

80%

21%

201-500

75%

0%

98%

73%

9%

Over 500

64%

12%

78%

53%

6%

All Winners
Industry Type

Number of Employees (in NEO)

Average percentage of bonus/incentive payout (as a percentage of salary or wage)
provided in 2012 by winners
Top
Performers
11.9%

Average
Performers
7.2%

Bottom
Performers
2.7%

All
Employees
9.8%

Health & Human Services

4.9%

1.6%

.3%

4.2%

Manufacturing

18.3%

13.1%

7.0%

16.5%

Professional Services

13.0%

7.3%

1.7%

12.0%

Technology

12.2%

7.6%

2.9%

8.5%

Other Non-Profit

4.1%

2.3%

0.5%

2.2%

Other For-Profit

13.8%

7.9%

3.0%

8.2%

1-50

15.8%

9.3%

2.8%

10.6%

51-200

9.1%

4.9%

2.2%

9.4%

201-500

10.9%

6.0%

2.4%

8.7%

Over 500

12.7%

9.4%

3.4%

10.3%

All Winners
Industry Type

Number of Employees (in NEO)
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Rewards, Recognition & Appreciation
Winner Best Practices
Appreciation is at the heart of winners' workplaces. Winners constantly strive to make their
employees, and especially their top performers, feel valued and appreciated for all of their hard
work and contributions to their organizations. They recognize that showing appreciation for the
big and little things that top performers do, make all the difference when it comes to retaining
and engaging them. Winners show that they really care about their people and respect their
contributions.
Core to winners' recognition practices are unique elements that are not found in all rewards and
recognition programs. For example, there is an emphasis on rewarding and recognizing
employees of all levels in the organization at winners. Many have implemented specific
programs and initiatives that serve to recognize those who may go unnoticed and recognized,
but whose contributions are impactful to the organization's success - even though they may be
small or less visible. Additionally, several winners extend acknowledgment to employees'
spouses and families, such as by sending letters of commendation to their employees' homes.
Winners also have developed a number of personal touches, including very personalized
approaches to recognizing their employees, often integrating personal notes, words of thanks,
and phone calls from leaders.
Top performers are frequently recognized in meaningful ways for their contributions and
accomplishments. Winners provide rewards that "wow" their top performers and make them feel
valued and appreciated. Common rewards include cash rewards, spot bonuses, gift cards,
additional time off, meals, tickets to local entertainment or sporting events, subscriptions,
technology (i.e. iPods, iPads), time savings services, items of their liking or personalized gifts,
stretch assignments, exciting development opportunities, and promotions. Many winners also
provide rewards aligned with the type of recognition their employees value (public vs. private,
formal vs. informal, interests, etc.).
Types of awards offered by winners span many. Some winners give rewards on an annual,
quarterly, monthly, or even weekly basis. Many winners provide "on-the-spot" awards and
informal recognition to spontaneously recognize great work. Winners are also quick to publically
recognize their employees and celebrate their success. Here are common awards initiatives
offered by winners:

Annual awards
These awards are given to one or a few employees for their performance or achievement in a
specific area or demonstration of a company value (i.e. Innovation, Customer Service, Integrity,
Teamwork, etc.), and are generally awarded at a company event. Annual awards often include
an emblem and gift.
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Weekly, monthly, or quarterly rewards
These awards are provided to employees who exhibit certain behaviors, results, or
characteristics that are selected and given by their peers, supervisor, or a leader in the
organization. Monetary awards, gift cards, time off, and gifts are all common rewards that are
given to employees.

Rewards and recognition systems
Some winners have developed online rewards and recognition systems which allow employees
of all levels to recognize one another, earn points and recognition, and view who is being
recognized and why they are being recognized throughout the organization.

On-the-spot awards
These awards are given unexpectedly to employees for random reasons, including work welldone, putting in extra hours on a project, a unique contribution to a specific project or program
enhancement, among others. Sometimes these are spot bonuses, a gift card or certificate, a
random thank you note, or an unexpected surprise (i.e. trip, IPAD, etc.).

Public recognition
Winners publicly recognize employees via mentions in their company and client newsletters;
through local and national media; social media; announcements at staff and department
meetings; intranets, televisions, and videos; bulletin boards; and presentations.

Informal recognition
Leaders and supervisors informally recognize employees through handwritten notes, emails,
personal calls, or taking an employee out to lunch. Frequent praise and informal recognition is
also a common way winners recognize employees.

Peer recognition
Peers are given the opportunity to recognize one another for going above and beyond,
demonstrating certain values, among others. They also often have opportunities to nominate
one another for awards.

Appreciation events
Employees are shown appreciation and celebrate success through holiday parties, picnics,
cookouts, summer outings, luncheons, dinners, festivals, social outings, gatherings, and other
celebrations and unique activities. Additionally, sometimes top performers are invited to
exclusive events with the CEO.

Trips
Trips have become an increasingly common way that winners recognize their employees. A few
winners take their whole company on a short trip to show their appreciation, while others award
top performers with a trip or vacation to an exotic location.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 139 of 298

Service awards
Length of service is valued and recognized by NorthCoast 99 winners. They recognize
milestones in employees' tenure through rewards, tokens of appreciation, gifts, and special
events (such as banquets).

Personal accomplishments or milestones
Winners recognize significant personal accomplishments or milestones such as educational or
professional development achievements, certifications, births of children, weddings, retirements,
and birthdays. It's not uncommon for winners to provide employees with cards, gifts, and
parties/celebrations.
Leaders (including the CEO) and supervisors take an extremely active role in acknowledging
employees' achievements publicly as well as by directly distributing rewards and recognition to
employees by writing personal notes, making special calls, distributing cards, and presenting or
personally delivering rewards to employees. Having leaders and supervisors take the lead in
showing appreciation to employees and recognizing their accomplishments helps increase the
perceived value of the recognition among top performers.
The reasons for which winners provide rewards and recognition vary widely, but are almost
always tied to a specific behavior or result. Common reasons cited for providing rewards and
recognition to employees are:
















Accomplishing or exceeding a goal
Achieving an outstanding result
Demonstrating core values or characteristics (innovation, creativity, teamwork, etc.)
Demonstrating exceptional teamwork
Enhancing quality
Excelling at delivering the organization's mission
Going above and beyond on a project or standard job requirements
Helping a coworker or assisting with a project outside of their usual responsibilities
Improving efficiency
Increasing productivity
Making exceptional or unusual contributions to the organization
Providing exceptional customer service
Stepping up to lead a team or project without being asked
Working extra hours
Working hard

NorthCoast 99 winners have cultures of appreciation. Their leaders take the time to recognize
and reward top performers for their value-adding contributions to the organization and put into
place practices that ensure that rewards are valued and given fairly to those that are most
deserving of them.
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Winner Stories & Examples
Akron General Health System has several recognition programs, including an "Unsung Heroes"
program which recognizes employees hidden in the fabric of day-to-day work who may not be
routinely recognized.
AMRESCO recognizes its employees in numerous ways. Managers and supervisors give spot
bonuses; gift cards to various local restaurants, stores, or for gas; and tickets to sporting events.
Also, as a result of a very successful 2012, the President announced that all associates would
receive a bonus day off, and that the company would close for a paid 4-day weekend in July.
Additionally, associates are recognized annually with a summer cookout prepared and hosted
by the Executive Management Team in which associates attend and managers do the grilling,
serving, and clean up.
Bialosky + Partners Architects publically recognize employees' hard work and accomplishments
through posting success stories on social media feeds as well as through verbal
announcements made at weekly company meetings.
Every year, Centric Consulting takes its employees on a company-wide vacation. The
organization pays the trip's airfare and hotel costs for all if its employees. This year, 500 of its
employees and guests visited the Atlantis Resort in the Bahamas in January.
CardPak's owners Lisa and Rick Thomas created a "Lunch with Lisa and Rick Day." Working
lunch sessions to meet and eat lunch were scheduled with every employee in the company,
including new and longer tenured employees, providing a forum for everyone to get to know
each other better both personally and professionally. CardPak also recognizes employees
through its "Production-Stand-Down." During this event, work stops, everyone meets in one
location, and a manager or supervisor announces an individual or team accomplishment to
celebrate with the entire group.
Certified Angus Beef recognizes service award recipients annually at its formal Christmas party.
The individuals are announced by the CEO and Senior VP and rewarded with a nice gift of their
choice depending on their years of service. There is also time set aside at a bi-weekly breakfast
meeting for public recognition of associates’ successes. Additionally, the organization holds
periodic celebrations for associates for achieving record sales, where food and entertainment
are provided to thank the employees for their contributions.
Top performers at Cohen & Company receive the SQIF ("Service, Quality, Innovation, & Fun")
award which is given out annually. Recipients are nominated by their peers. Also, upon
promotion, associates are recognized through announcements at the management retreat, in
the client newsletter, and within multiple local and national media channels. In addition, many
times throughout the year, the CEO and other management team members recognize
associates through firm-wide voicemails and emails thanking employees for their hard work and
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dedication. The organization also mails a letter to employees' families at the end of each tax
season, thanking them for their support during the busy time.
Constant Aviation created a commendation report in which leaders and supervisors can share
outstanding employee performance with the President. A copy of this report is also mailed
home. Additionally, supervisors or peers can complete an “Exceeding Expectation” card to give
to a fellow employee as a “thank you” for going above and beyond. Also, every month, an
employee appreciation day is celebrated as a way to show appreciation for all of the hard work
employees accomplish.
Easy2Technologies starts every Monday morning with an all-company meeting in which
“Tweets of the Week” are discussed and the CEO honors any person who acted in support of
the company’s core values.
EMH Healthcare provides many forms of employee recognition such as system-wide programs,
leadership-driven recognition, as well as peer-to-peer options through notes of appreciation,
verbal recognition, public recognition, EMH Note Cards, EMH Certificates, movie passes, EMH
Core Values Coupons, Top Performer Awards, EMH Excellence Awards, and the Kevin C.
Martin Leadership Award. Quarterly and annually, drawings are held for the “EMH (Employees
Make it Happen) Certificate” program, through which peers issue certificates of recognition to
peers who have shown exceptional performance. Also, through EMH’s “Emazing Journey”
employee newsletter, staff members are recognized for their outstanding contributions to
process improvements. Additionally, EMH concluded the year with meetings called “Expert
Care, Exceptional Caring” to summarize and share a year’s worth of accolades and
accomplishments. Led by the CEO, senior leadership recognized these accomplishments which
would not have been possible without the discretionary efforts of many top performing
employees.
Excelas believes in the importance of a close and collaborative spirit since the organization has
an 80% distributed workforce. The organization fosters this through “thank you's” and “shout
outs” in person, during meetings, and in the employee newsletter. The organization also
recognizes top performers with opportunities for advancement, increased responsibility within
their team, and the opportunity to pilot new programs or work on developing products.
Lachina recognizes staff members in multiple ways. At monthly company and departmental
meetings, supervisors give special thanks to individuals who have gone above and beyond.
Supervisors also show appreciation by surprising their staff with a pizza party or cake
celebration when they are working particularly hard or have accomplished a goal. In addition,
Lachina works hard at creating a comfortable and inviting workplace by planning fun events for
the staff such as a Halloween costume contest or Easter egg hunt. Management even arranged
for an ice cream truck to visit the office and gave free ice cream to employees during the
summer. The organization also shows appreciation by closing the office at 3:00 p.m. on Fridays
during the summer and closing the office between Christmas and New Year’s, with no decrease
in compensation or requirement to use vacation time.
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Lexicomp has many reward systems. Once a year, the organization provides employees with a
day off to go to Cedar Point as a company. The organization also holds an annual field day in
the fall. Additionally, its production department has a "Small Victories" program which rewards
employees who achieve smaller successes that ultimately result in departmental success. Also,
its "I.O.U.One" program rewards points to employees of any level for expressing core values
which result in unique rewards like free lunches, maid service, and Netflix subscriptions.
Majestic Steel’s “Service Award Program” is one way in which leadership recognizes
employees. The program is designed to recognize and celebrate tenure within the organization,
and every five years, a monetary award is given, along with a 2 week paid
sabbatical. Managers, executives and supervisors also employ their own unique methods for
recognizing employees and distributing awards. For example, the CFO schedules a meeting
with employees for a one-on-one discussion to thank them for their service, and to discuss
accomplishments and contributions over the years; while the Director of Operations calls the
entire area together for a presentation in front of peers and managers to share the
accomplishments and small anecdotes about the employee’s time with Majestic Steel.
Company-wide recognition is also shown through giving employees Thanksgiving and Holiday
gifts to show appreciation for the hard work throughout the year. These gifts are handed out
personally by each manager. In addition, supervisors and managers are encouraged to
recognize their staff or individual employees as often as possible through a personalized note,
gift card, tickets to a sporting event, or celebratory lunch.
Noble-Davis Consulting recognizes its most efficient problem solvers by offering production
bonuses based on 25% of the fees paid by each administrator’s clients. The organization also
celebrates success with company lunches and parties, such as bringing an ice cream truck to
the office, wheeling a popcorn machine through the halls, or having the owners prepare a full
dinner for each employee to take home with them during busy season.
Paycor celebrates top performers that have reached their sales goals by recognizing them in its
“Platinum Club.” These associates get a trip for themselves and their significant others to an
exotic location where they bond with other associates, the COO, and the CEO. Also, for midyear performance recognition, an all-expense paid weekend trip with spending money to South
Beach is given to the associate and a guest, offering the top performers time to celebrate their
accomplishments and time to interact with the executive team, fellow associates, and spouses.
Plante Moran managers and supervisors are encouraged to give on-the-spot thank you notes,
voicemails, gift cards, and unexpected afternoons off. Contests at Plante Moran are also
enjoyed by the staff. Each year, a different contest is created. This year’s contest is a 3-week
business trivia contest with over 150 prizes given, ranging from $25 to $250. Team parties are
also held by partners at least once a year to celebrate staff accomplishments and build
interpersonal relationships among employees.
PRC Medical employees created a “Viva Las Vegas Rewards program” last year. The objective
is to celebrate successes while encouraging exceptional client satisfaction. Employees can be
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nominated individually or as a team by any staff member. The criteria are saving energy or
streamlining a process, doing more with less, successful project completion, improving or
enhancing quality, client accolades, identifying a problem, and cross-functional teamwork.
Awards are determined to be in five winning levels: level one CRAPS (caught right in the act of
practicing service); level two WILD CARD (helping a coworker or client in an unexpected way);
level three HIGH ROLLER (actions resulted in a happier client, improved process, time savings
or monetary savings); level four ROYAL FLUSH (successfully completed major project or
initiative); and the top level JACKPOT (achieving results or implementing improvements that are
visible to all or most at PRC Medical, with a long term, positive impact). Awards have included
spa services, additional paid time off, ice cream, gift cards, magazine subscriptions, lottery
tickets, picture frames, and a pizza party. Over a third of PRC Medical employees have received
a Las Vegas Award at least once, and to encourage participation, a $5 gift card is given to those
who submit a Vegas Victory recommendation.
Robinson Memorial Hospital uses many different ways to show appreciation to employees.
Every month at Robinson Memorial Hospital, directors, vice presidents, and the CEO take ten
minutes to write thank you notes to employees, which are then mailed to the employee’s home.
In addition, an "Employee Recognition Profile" is used in many departments to personalize
recognition efforts. Also, at Robinson Memorial Hospital, the “OSCAR” (Outstanding Service
Care and Recognition) peer-to-peer recognition program selects four employees monthly to be
recognized with a $25 gift certificate. In addition, at the organization’s annual awards ceremony,
the “Service Excellence of the Year Award” is given to an employee for superior commitment to
his or her co-workers, the hospital, and patients. The winner receives a $500 gift card and
dinner for two at a select restaurant, and represents Robinson Memorial Hospital as a nominee
at the annual Ohio Hospital Association Albert E. Dykes Hospital Healthcare Worker of the Year
Awards Dinner in Columbus, Ohio.
Ryan has seven distinct recognitions. The "Chairman’s Award," the highest distinction,
recognizes outstanding accomplishment and exemplary service, while consistently
demonstrating Ryan’s Core Values. This is awarded at the Firm’s Annual Employee Meeting,
and the recipient receives a $25,000 bonus. The "Innovatus Award," the second highest
distinction, recognizes outstanding innovative or creative contribution. This is also awarded at
the Firm’s Annual Employee Meeting and the employee receives a $10,000 bonus. The "Top
Producers Club" recognizes top revenue contributions from service delivery teams and the “Top
Business Development Professional” recognizes the top business development professional.
The "Client Service Excellence Award" recognizes client service excellence as indicated by
external or internal client satisfaction survey scores. The “Tenure Recognition Award”
recognizes years of dedicated service. Additionally, Ryan has an ongoing recognition program
called "RyanPRIDE” (Peer Recognition for Innovation, Dedication, and Excellence) in which
peers can recognize their colleagues for excellent performance. Also, in 2013, the "Impact
Award" was created, an annual recognition award, given to three employees in non-revenuegenerating groups for exemplary excellence in support roles. Finally, in 2012, team allowances
where introduced. Each team member receives $20 per month to put towards an activity of their
choice, such as lunch, happy hour, or sporting event.
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Lexicomp has multiple reward systems in place to allow for plenty of staff recognition. At
Lexicomp, the "I.O.U.One" program affords employees of any level to reward points to anyone
in the company for helping them achieve success. The three employees with the most points at
the end of the month receive recognition at the monthly company meeting as well as “a spin on
the prize wheel” for prizes such as free lunches, maid service, or Netflix subscriptions. Another
program celebrating top performance is the “Shining Star” award through which employees and
managers can nominate associates who go above and beyond. This is awarded at monthly
company meetings and recipients receive a plaque, $100 in gift cards, and a preferred parking
space. Lexicomp also holds annual company-wide recognition days at Cedar Point as well as a
Field Day.
In 2012, Direct Recruiters' President and Managing Partners developed a sales incentive
campaign called "Cancun is for Closers." Within the campaign, if a practice area reached its
quota, its team members and their significant others win a trip to an all-inclusive resort in
Mexico. All teams, including administrative staff, were able to attend the trip last year.
Earnest created a $10k club to motivate and reward any employee in the organization who can
generate a $10k order that is new business for the company and meets a minimum gross
margin threshold. Employees who meet these guidelines have the opportunity to select
someone to run/walk/bike a 10k course through the Metroparks and a $100 donation is made in
their name to a charity of their choice. Local charities that have been donated to include the
National Breast Cancer Foundation Inc., Camp Sue Osborn, Midwest Council for Children with
Disabilities, and The Gathering Place. The program has generated new business, stresses the
organization's wellness initiatives, promotes camaraderie, and improves the organization's
programs related to corporate citizenship.
PRC Medical set up a "Val-A-Pal" bulletin board display during the weeks leading up to
Valentine's Day. Employees were encouraged to write "Val-A Pal" messages on blank Valentine
cards to show appreciation for their coworkers' work and help.
Main Street Gourmet is a diverse and multi-cultural organization that is committed to minority
hiring, with almost 40% of the organization's workforce having a minority background. Nearly
15% of the organization's current workforce is comprised of refugee referrals, and these
employees regularly refer other immigrants for employment with the company. The organization
has a "Diversity Ambassador Award" program which is given to employees who stand out
among their peers as examples of openness and acceptance. Award recipients typically
demonstrate a positive attitude towards others who are different from themselves, show
creativity when solving problems and adapting to employees' needs, encourage opencommunication where the opinions and contributions of all team members are valued,
enthusiastically endorse and participate in programs to create and support diversity in the
workplace, and contribute to the development of an organization that values diversity by
implementing effective change-management practices.
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Every month at Bialosky + Partners Architects, the organization orders a cake, lights candles,
and sings for employee birthdays (with their Principal leading the song). The organization also
hosts an annual July 4th rooftop cookout for its staff.
Cardpak's owner invites and pays for employees to join him on numerous fishing and hunting
trips each year, where they enjoy home cooked meals of perch, halibut, salmon, blue fin tuna,
striped bass, wild turkey, and elk, including the owner's "catch of the day." Everyone from the
company enjoys the owner's wild game and fish luncheons.
EMH's President/CEO participated in the "Pathway's Celebrity Chef Cook Off Event" as one of
the Chefs. Many employees from EMH attended the event, which supported Pathway's
Counseling Center and the local community.
Gardiner Trane has a fun family-like culture that appreciates employees. In August, the
organization has an “Associate Appreciation Day” in which Mitchells Ice Cream comes to its
office and associates are given ice cream sundaes with their favorite toppings. Additionally, the
organization hosts events outside of the office, including bowling and Indians/Cavaliers games.
In 2012, Hyland Software brought several favorite Cleveland restaurants – including Hodge's,
Washing Place Bistro, 87 West, Welshfield Inn, and Orchard House – on-site to its employees
to celebrate another successful year. Local food trucks Dim and Den Sum, Hodge Podge, and
the Doughnut Lab also served their best dishes to Hyland’s staff. Employees enjoyed a creative
dining experience, live band, beer garden, and strolling entertainment.
Every month, a different department at Jennings Center for Older Adults decorates a board in
the theme of one of the organization's values (community, hospitality, respect, discovery of
potential, and celebration of life) to remind employees in a visible place of how everyone works
together to achieve the organization's goals and quality care. The organization also hosts "Spirit
of Jennings," which is a weeklong celebration with food, music, friendly competitions, and
games to showcase the organization's advocacy for older adults and celebrate all of its
caregivers who provide quality and dignified care every day.
In 2012, Mercy celebrated its organization's 120 year anniversary with a weeklong celebration
called “Heritage Week,” which hallmarks the organization's past, present and future and rich
historic traditions of service. Activities included a special chapel service, an unveiling of its
“Heritage Wall,” a photographic history of the organization, a time capsule enclosure, and an
employee meal that featured Lorain County's favorite dishes.
The National Association of College Stores shuts down the entire organization during two
afternoons each year to eat and play with one another at its "Spirit Day" and "Fall Fest" events.
This year's Spirit Day featured a county fair theme; a food truck that served french fries,
sandwiches, cotton candy, funnel cakes, and lemon shakes; a Rocket car from Euclid beach to
give rides around the city to all employees; and carnival games for employees to play and win
prizes.
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TSG Resources holds an annual awards celebration each year. In 2012, the theme was “The
Wizard of Oz” and “Follow the Yellow Brick Road to Quality.” The organization created a yellow
brick road with interlocking foam floor tiles, had life-size stand-up characters from the movie
throughout the room, and “The Wizard of Oz” played on the screens as guests arrived. A blind
presenter delivered a powerful message to show employees that they can overcome any
obstacle in their life to achieve success.
Vocon has a tradition of celebrating birthdays that end in "0." In 2012, the organization
celebrated its Principal's 40th birthday with a nine-hole putt-putt course throughout the building
on two floors. The organization provided score cards and putters for employees to enjoy the
event.
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Training, Development &
Performance Management
It starts with one to make a difference and an impact in the workplace: one challenging
assignment, one training workshop, one promotion, or one coaching dialogue.
Winners strive to challenge, train, develop, advance, and support/sustain the performance of
their top performers. The following section summarizes winners' best practices, shares winner
benchmarks, and contains unique stories and examples of how some winners are leading by
example in challenging top performers, training and development, career development,
performance management, and creating line of sight.

Challenging Top Performers
Winner Best Practices
Top performers stay at their organizations primarily because of the work itself, that is,
challenging, interesting, and meaningful work experiences that afford them the opportunity to
make an incredible impact on their organization. Challenging work is also ranked as the most
important to top performers when seeking a job. Top performers often speak of being given
work that continues to challenge them, improves their skill sets and growth opportunities, gives
them opportunities to learn, and pushes them to be better.
Winners understand the importance of providing top performers with stimulating work that
allows them to make impactful contributions and grow their abilities to make an even greater
impact. They try to keep top performers engaged, enthusiastic, and excited about the work they
do by providing them with opportunities to work on new and varied projects, tasks, and
assignments, and instilling their jobs with challenge, intellectual stimulation, and learning
experiences. While navigating these challenges, top performers can often rely on the support,
coaching, and counsel of leaders in the organization.
The most common ways that winners challenge top performers are through stretch
assignments, challenging goals, varied work and responsibilities, leadership and "ownership"
opportunities, and skill development opportunities. In addition to these, winners frequently
challenge top performers to challenge themselves by initiating new tasks and projects to
improve their organizations. Opportunities are rarely limited to those with certain titles, and are
mostly dependent on personal drive and initiative. Below is a list of ways that winners challenge
top performers:
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Assignments aligned with strategic goals
Coaching engagements with senior leaders
Community board and committee membership
Community leadership forums and programs
Collaborative work opportunities
Cross-training, job rotations, and job swapping
Development of new products and services
Global initiatives or projects
Internal training and development of other employees
Leadership and launch of new initiatives
Formal leadership development and emerging leader programs
Lean and efficiency projects
Mentoring of new or existing employees
Networking events/opportunities; "tagalong" opportunities with leaders
New responsibilities
New technology design and implementation
Involvement in or leadership of non-management committees, teams, and councils
Opportunities outside of regular job duties
Opportunities to evolve their roles in any manner of their choice
Presentations to senior management
Short-term assignments in other countries, divisions, or departments
Speaking engagements
Strategic business opportunities
Stretch assignments
Stretch goals
Tasks above their level
Training and learning opportunities (webinars, programs, off-site workshops, etc.)
Travel opportunities
Varied work
Visits to other companies to learn about different ways to operate and improve
Volunteer opportunities and pro-bono assignments

Challenging top performers not only serves to engage and retain top performers, but it also has
resulted in significant organizational successes and accomplishments and greater mobility of
top performers into positions of higher authority and responsibility.
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Winner Stories & Examples
Avery Dennison identifies top talent through various review processes such as departmental
calibration meetings and quarterly talent review sessions with senior leadership. Those who are
identified are given stretch assignments to move them out of their comfort zone and provide
visibility at the senior level. The organization also offers top performers the opportunity to take
on short-term assignments in another country or division to give them more challenging projects
and exposure to other areas.
Barnes Wendling allows staff to advance as quickly as possible and provides them with
opportunities to take on work that is above their level. These stretch assignments add more
challenging technical aspects of their job as well as the opportunity to grow by learning different
skills, opportunities, and experiences. Top performers are also invited to networking events to
learn about sales and to interact with referral sources and clients.
At BCG & Company, top performers attend the "BCG Leads" program, which is an 18-month
leadership and business development training program. They are given homework that
challenges them to network, stay current with business trends, and find a non-profit board to
join. They meet monthly as a group with a senior manager or partner to discuss their homework,
a business book they have read, and how they have built their network, or give a short speech.
They are also given opportunities to shadow a partner when they make a prospect or client call,
or attend a networking event. Additionally, in 2012, the “bench strength program” was
implemented, to which many of the “BCG Leads” graduate. This program involves ongoing
coaching from a partner, quarterly meetings to review goal plans and achievement toward
goals, and more opportunities to take on leadership roles within the organization.
Benesch has created a strategic plan to outline the goals for top performers to strive for and/or
meet, which are supported by top management. Top performers are also given opportunities to
work in different practice groups in order for them to expand their knowledge base and work
under different types of management. In addition, some top performers are assigned to outside
professional coaches to assist them in getting to the next level.
Centric Consulting has started utilizing internal leadership roles to challenge top performers who
want to take on more responsibility. If an employee has been in a role for too long, the
organization encourages the employee to work with their professional coach and the business
unit lead to develop a transition plan to move the employee on to different growth opportunities.
For example, a senior manager indicated that being more involved in business development
would be important for his career path. He was then tasked to be the Business Development
lead, where he was in charge of organizing and managing the sales pipeline for the Cleveland
office, managing the sales opportunity database, identifying new opportunities, and leading
business development meetings.
At Ciuni & Panichi, top performers are assigned the most challenging business issues as they
are best equipped to find answers to those challenges. They are also challenged to take on
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additional responsibilities as well as join a local non-profit board which allows them to build
community relationships, learn about various industries, and give back to the community. Top
performers are also assigned a mentor to encourage their development as well as to monitor
their progress and provide feedback and guidance.
Clark-Reliance challenges top performers with cross-training and special assignments, and
encourages continuous education and development opportunities. Top performers are often
given opportunities to train other employees and be involved in the interviewing and on-boarding
of new employees.
This past year, the Cleveland Indians created a new development opportunity called “The
President’s Council.” The Council serves as an elite development opportunity that allows a
group of 5-6 individuals to work on revenue-generating ideas within the ballpark. The
opportunity is awarded to top performers who do not generally have the chance to directly
contribute to such high-profile projects. Throughout their time on the council, they are coached
by high-level leaders (including the President) and meet monthly to discuss a variety of topics.
The Cleveland Indians also offers a variety of other ways to challenge top performers such as
classroom training, web training, on-demand training, individual coaching, informal mentorship,
stretch exercises, access to a professional development, and a resource library.
At Excelas, top performers receive the most complex work to challenge them on an ongoing
basis and they are given the opportunity to work autonomously and to make decisions about
how their projects can best be accomplished. This keeps them challenged while giving them
freedom to manage their projects in their own way to increase their engagement. Top
performers are also given the opportunity to launch and manage special projects. For example,
in 2012, the organization undertook two large projects that were assigned to top performing
employees. These employees were responsible for participating in client meetings, designing
modifications to work products, training and supervising special staff, and seeing projects
through to completion.
The “Leadership Exchange Program” at the Federal Reserve Bank of Cleveland involves a
temporary exchange of high performing staff across the Federal Reserve System. The
exchange assignments range from participating in a short-term job shadowing experience to
supporting a critical long-term project. The experiences expand top performers’ perspectives by
exposing them to different functions and experiences.
At Fedex Custom Critical, leaders discuss career aspirations and development needs with their
employees and are expected to maintain ongoing dialogue with top performers regarding their
development and career interests. Top performers are given developmental opportunities
including job rotations, temporary transfer assignments, cross training opportunities, executive
leadership meet and greet sessions, championing initiatives, launching product and service
lines both domestically and internationally, structured course curriculums, mentorship, external
coaches, community volunteerism, community board and committee membership, community
work, project management, speaking engagements, leadership development programs (both
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internal and external), offshore assignments, community collaboration with local businesses,
certifications, and various assessments.
Gardiner Trane keeps each top performer challenged by asking them to lead or be a member of
a “Strategic Initiative Team” which focuses on the client value assurance process, continuous
process improvement, making the organization a preferred place to work, and maximizing client
value through innovation. Teams work autonomously and present updates at manager and
board meetings. Gardiner Trane also gives employees and their family members access to
SkillSoft, a web based training tool where they can access books, become certified in various
fields, obtain certification credits and college credits, be provided with daily challenges, and
receive an online mentor. Additionally, Gardiner's leadership team makes sure associates are
challenged by having one-on-one monthly meetings to ensure they receive the necessary
support needed to be a top performer and to succeed in the challenges presented to them.
Kaiser Permanente gives top performers challenging experiences to lead and or be a member
of projects that are related to the business strategy and the organization's values. Some of
these experiences include stretch assignments, additional job responsibilities, job rotations,
cross functional or cross regional initiatives, leading process improvement projects, leading a
special project or initiative, taking on short-term assignments, or facilitating leadership training
sessions and management meetings.
Skoda Minotti created a comprehensive, multi-phased 18-month leadership development
program for high-performing employees identified as having leadership potential to prepare
them to assume new or higher-level leadership positions within the firm. Through this program,
they are able to focus on leadership growth opportunities, be exposed to many aspects of the
firm, and feel empowered to identify initiatives that advance the firm. Participants in the program
are also assigned a mentoring partner who is responsible for utilizing their leadership
experiences to train, direct, and guide participants and provide them with real life business
situations, interactive sessions, and hands-on involvement.
This past year, Summa Health System provided continuous challenges for top performers. At an
organizational level, there are overreaching programs specifically targeted at top performers
such as “The Academy Fellowship Program.” This two-year program focuses on cultivating the
growth and development of leaders who have the potential to make an exceptional contribution
to the organization. The identification of top performers starts by being nominated by a senior
leader or by self-nomination. The nomination committee, consisting of senior leaders, identifies
ten top performers to be accepted into the program. During the program, participants are
assigned a senior leader as their coach. The coach provides support, guidance, and help with
applying classroom content to the context of the organization. The coach also helps create an
individual development plan after the participant completes a 360-degree leadership
assessment. At the department level, there is also an “Emerging Leaders” program, which offers
courses on leadership concepts and management skills.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 153 of 298

TDA Architecture gives first priority to work on new projects to top performers. Top performers
are also invited to be a part of the TDA Team for the "ACE Mentor Program," a volunteer
organization that allows professionals in the construction industry to mentor high school
students interested in pursuing careers in the field.
During the annual talent review process at The Cleveland Foundation, employees work with
their supervisor to set challenging and achievable goals for the year ahead, and identify specific
professional growth opportunities to assist them in successfully meeting these goals as well as
rounding out their career development. On-site development opportunities include the talent
review process and regular dedicated 'staff time' with their supervisor, as well as seminars and
webinars, lunch and learns, and in-house committees. Off-site opportunities include support for
professional memberships and affiliations, attendance at conference and seminars that will
strengthen employees' skills and knowledge base, and the ability to volunteer in the community
on Foundation time as well as serve on boards and committees with other non-profit institutions.
The Cleveland Foundation also offers a tuition reimbursement benefit for employees who have
completed one year of service. In addition, each year, the Foundation nominates top performers
to participate in many leadership forums including the women's leadership programs at the
YWCA, Cleveland Bridge Builders, Cleveland Civic Leadership Institute, and Leadership
Cleveland.
At Lubrizol, top performers are identified by senior leaders within each business group using a
9-block matrix of performance and potential. A subset of this group, the “featured acceleration
pool,” is able to participate in formalized assessment activities, given in-depth coaching with a
master coach, and is provided with customized action plans that include a mentor, challenging
assignments, and future career paths.
Top performers at Great Lakes Brewing Company are given greater responsibilities and a
chance to perform at a higher level. Several top performers were invited to participate in
strategic goal teams, where they were given the autonomy to make decisions and implement
changes. Top performers are also rewarded with the opportunity to attend out-of-state industry
events.
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Winner Benchmarks
Percentage of winners that provide stretch assignments to challenge top performers
Percent
All Winners

83%

Industry Type
Health & Human Services

100%

Manufacturing

83%

Professional Services

73%

Technology

83%

Other Non-Profit

90%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

70%

51-200

75%

201-500

88%

Over 500

100%

Percentage of winners that provide job rotation/shadowing or cross-training to challenge
top performers
Percent
All Winners

88%

Industry Type
Health & Human Services

94%

Manufacturing

100%

Professional Services

83%

Technology

83%

Other Non-Profit

90%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

74%

51-200

88%

201-500

100%

Over 500

93%
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed an innovative employee
involvement and leadership development initiative.

Background
The Cleveland Indians is a smaller organization and as a result, has more limited growth and
advancement opportunities. In order to keep top performers engaged and develop a pool of
future leaders, the organization created a program to enhance employees' skills and give them
new opportunities to obtain knowledge and responsibility.

Action
The Cleveland Indians developed a President's Council which serves to develop leadership
skills and spur innovation. The Council meets approximately twice per month; one of these
sessions is focused on leadership and the second session is focused on innovation. In these
sessions, the organization brings in guest speakers, some of whom are leaders within the
organization, or who are experts in a certain area or aspect of leadership and/or innovation. In
addition, its President, Mark Shapiro, attends one session per month to discuss his philosophies
on leadership and to have an open discussion with the Council.
The Council also works on stretch projects throughout the organization. The group was tasked
with initiating a project and taking complete ownership over it. The Council shared ideas and
collaborated cross-departmentally. They have learned skills by experiencing project planning,
determining feasibility of innovative ideas, budgeting and determining ROI, proposal writing, and
motivating a team to participate in a collaborative effort.

Result
The Council has given top performers the opportunity to participate in a leadership boot camp;
as well as the experience of learning the steps that leaders go through to develop an idea, plan
a course of action, engaging in the budgeting and approval process, and then implementing
their vision. Members of The Council have taken the knowledge they acquired and are using it
in their own departments. In addition, The Council has helped keep top performers engaged and
has provided them with development opportunities to become better leaders.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 156 of 298

Training & Development
Winner Best Practices
Encouraging and investing in training and development for their top performers is a widespread
practice among NorthCoast 99 winners. Winners devote resources, time, and money to help
their employees become successful by making many investments in their top performers' skills
ranging from training workshops to conferences to tuition reimbursement programs. On
average, each employee participated in 47 hours and each top performer participated in 69
hours of training and development in 2012 at winners. Additionally, on average, winners spent
$1,494 dollars per employee on the training and development of employees and $2,339 dollars
per top performer in 2012.
Winners seek to understand the professional development needs and interests of their top
performers. This is typically accomplished through the performance management and
developmental planning processes within their organizations. This information helps them
prioritize developmental needs throughout the organization and select training and development
options that best align with top performers' needs, interests, and future career goals. Winners
gather this information via:























Career development planning
Coaching or mentoring sessions
Critical incidences
Dialogue in the performance management process
Employee profiles documenting skills, proficiency in specific areas, and interests
Employee surveys
Focus groups
Formal developmental assessments (i.e. skill-based, personality, 360 feedback)
Individual development plans
Informal requests
Internal job changes, promotions, and transfers
Interviews (especially for internal hiring where developmental needs are exposed)
Manager or supervisor recommendations
Observed business needs (i.e. changes, new technology, strategic initiatives)
Observed performance on stretch or experiential learning assignments
One-on-one meetings with supervisors
Performance evaluations
Post-training surveys and evaluations
Sign-up sheets or processes
Succession planning
Talent review discussions and assessments
Training needs assessments
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Winners respond to their top performers' collective and individual needs by financially
supporting and providing many formal and informal training and development resources and
opportunities such as attending a conference, receiving tuition reimbursement, gaining a
certification, attending a training class, being paired with a mentor, recommending reading
material, joining a professional association, participating in a leadership development program,
or receiving coaching from a senior leader - to name just some of the most common forms of
training and development offered by winners. Below is a list of common development
opportunities offered by winners:




















Apprenticeship programs
Coaching programs with senior leaders or employees
Conferences
Corporate universities
Cross-training and job shadowing
Developmental assessments
E-learning
Learning and development discussion/knowledge sharing groups
Lunch n' learn presentations
Membership and involvement in professional, trade, or industry associations
Mentoring opportunities or programs (formal or informal)
On-the-job development and training
Personalized learning or individual development plans
Reading books and/or book clubs
Reimbursement of certification and/or licensure programs
Training and development audio (podcasts, etc.)
Training workshops and courses on-site or off-site
Tuition reimbursement
Webinars

Additionally, individual development planning is a very common practice among winners to
identify and respond to needs. Winners create customized individual developmental plans to
identify learning needs, create professional development objectives, lay out action steps to fulfill
those objectives, and identify individuals and activities that will be involved in plan. Typically,
supervisors (or mentors/coaches) and employees agree to the development plan. Supervisors
often provide feedback, coaching, tools, and resources to help carry out the plan.
Through these tactics, winners help employees build skills and competencies pertaining to
general/personal skills, skills relevant to their particular role or area of the business, and
leadership skills for higher level roles in the organization.
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Winner Stories & Examples
Akron Children’s Hospital identifies top performers’ developmental needs primarily through oneon-one meetings between top performers and supervisors as well as through the annual
performance evaluation program, which is designed to generate positive dialogue
about development needs and goals. Supervisors are provided with training to help them
manage these developmental conversations. Supervisors meet regularly with top performers
throughout the year to discuss mutual goals and to coach and mentor top performers to
successfully accomplish their goals. Once needs are identified, top performers can access
several in-house resources, including educational assistance, leadership development, career
development services, training programs, and succession planning through the organization's
new department focused solely on employee development. Akron Children's Hospital spent
more than $2.3 million on educational assistance for its employees in 2012.
Akron General Health System identifies top performers’ developmental needs through annual
employee opinion surveys, internal training needs assessments, and feedback from
department/unit based councils. As a result of employees’ feedback, the organization enhanced
its management development program and healthcare leadership education.
AMRESCO started a more aggressive approach to identifying its top performers' needs and
created career and succession plans for those top performers. The organization ranked all
associates on a scale of 1-3 based on their performance, contribution to the organization, and
leadership potential. Those that were identified as top performers (ranked #1) received more
developmental opportunities and managers met with these individuals to discuss their future
career plans and help them identify goals. AMRESCO also offers a professional development
program with a year-long curriculum to challenge top performers and develop their leadership
skills. Top performers are nominated by their manager, and those nominated must interview for
a spot in the program. The program is limited to eight participants, runs 1-2 times per year, and
meets twice a month for training. The organization also has a mentoring program in which top
performers can mentor new-hires and receive a more senior-level mentor for their own personal
mentorship, and offers external training and certification programs.
Baker Hostetler gathers information via surveys after every program and training event to
identify the training needs of top performers as well as to uncover development needs. The
organization also has created focus groups to identify needs and discuss developmental
options. In addition, the organization’s trainers follow-up with employees following training
sessions to see if they need additional training in any specific area. Finally, the organization also
solicits training needs by observing the types of calls or inquiries that its training team receives
and taking note of themes, as well as by asking what development or training interests
employees have in the performance management process.
Benesch attorneys complete an “Individual Attorney Professional Enhancement Plan” annually.
Through these plans, management can determine the specific needs of each employee or if
there is an opportunity for associates to help other peers. There are also many training options
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at Benesch including mentoring, core and soft skills training, coaching, and evaluations that can
be delivered internally or externally, catering to the individuals needs. The organization also has
an online learning management system through which employees can personalize a profile and
ensure that the opportunities they are signing up for are in line with their career path and their
defined skill matrix. Additionally, Benesch has a policy in place that the firm will pay for two
professional membership fees annually of their choice. Benesch also supports education
through its tuition reimbursement policy and has aided several employees in receiving Master's
degrees and certifications. Another program that the organization hosts is “Legal Mocktails” mock-cocktail parties that provide attorneys with basic tips and real world application to
successfully navigate their next networking event. By supporting their attorneys' business
development efforts and reinforcing their individual goals, the firm encourages them to work
towards achieving the firm's overall growth and client development goals.
CardPak identifies top performer training and development needs through weekly feedback
sessions, performance reviews, shift meetings, lunch meetings, and team projects with the
executive team, managers, supervisors, and employees. In addition, through its "Pathways to
Leadership" weekly meetings, employees review concepts and tools necessary for success.
Finally, the organization uses a 360 leadership assessment process, which identifies
developmental needs for the leadership team. Coaching, tuition reimbursement, and crossfunctional projects are some other ways that the organization responds to its employees'
development needs.
At Ciuni & Panichi, when partners recognize a strong performer, they match an employee’s
strengths and potential career path with a partner who can best develop that within the
employee. There is also a marketing education team comprised of various personnel who
survey employees on their individual skill-sets and level. This survey identifies areas that the
firm should focus on for future trainings, and if there is a top performer that excels in any of
these areas, they are given lead roles in the training, coordination, and delivery. To respond to
other training needs, the firm pays for training and seminars related to employees' field of
interest and employees can use work time to attend. Additionally, the organization has a small
focus group that top performers can join to learn various business development skills from
successful leaders within the firm.
Development needs at the Cleveland Clinic are identified through a variety of formal
assessments including performance reviews, 360 assessments, and talent review discussions.
The Cleveland Clinic also has an integrated system consisting of an online learning system,
defined learning paths known as leadership tracks, elective leadership development skill
building classes, and a network of internal and external coaches and mentors to develop top
performers. In addition, "Serving Leader cohorts" have been formed in order to engage high
performers in structured and intensive development experiences that include individual
coaching sessions. To further support the development of top performers, a number of
Development "Quick Reference" Guides were created and the organization uses activities
including job shadowing, cross-training, stretch assignments, mentoring, e-learning
opportunities, book clubs, and professional memberships.
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At Cleveland State University, top performers' developmental needs and interests are identified
through the formal performance evaluation process. Informal meetings and discussions with the
employee also occur throughout the year to identify needs. In response to what they identify,
supervisors discuss the employee's career development plans with them, work with them to set
stretch goals or create stretch assignments for the coming months, register them for training
classes or other developmental opportunities available through the university, or challenge them
with a new task or project.
The Cuyahoga Community College offers a "Mandel Leadership Program," which includes a
combination of leadership assessments, individual leadership plans, mentoring and shadowing
experiences, participation in internal and external workshops and a lecture series, assigned
readings, meetings with executive leaders, and team projects for top performers to further
success.
At EMH Healthcare, top performers' training and development needs and interests are identified
through multiple mechanisms such as direct input from the employee, the evaluation and
professional development process, focus groups, formal needs assessments, and surveying.
Feedback is also solicited from leaders for additional training topics of interest. Employees’
needs and interests are addressed through providing learning opportunities in multiple
modalities such as instructor-led, web-based, and computer-based learning programs.
Developmental needs are also addressed through on-the-job training and mentoring. EMH
Healthcare revises programs on an ongoing basis to meet the needs of its target audience.
Flight Options identifies areas of interest by conducting surveys, creating developmental plans,
soliciting managers' recommendations, conducting training needs assessments, and
administering formal assessments such as 360 feedback. In response to the needs identified,
the organization holds training classes, shares worthy articles, uses case studies, and offers
educational reimbursement towards additional degrees and certifications.
In 2012, Gardiner Trane spent in excess of $415,000 in training for its employees. The
organization created a "Training Statement Report" which showed training completed and time
invested in 2012, and this was hand-delivered to employees. The statement provides a
snapshot of how much the organization invests in each employee's development and was also
a tool used to thank employees for their time and commitment to their personal development.
InfoCision’s corporate university conducts quarterly surveys to gather feedback on the classes
employees would like to see offered. Employees also provide unsolicited feedback by
expressing interest in particular training topics and sometimes may offer to teach a class at
IMCU. In 2012, twenty-eight (28) new classes were offered through IMCU. In addition,
InfoCision has a formal mentoring program for top performers in which they are paired with a
senior professional from a different functional area who can provide a fresh look at ideas and
issues to help further their development.
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At Jennings Center for Older Adults, the organization conducts a workforce planning analysis,
and performance reviews/individual development plans are used, and new regulations,
practices, and trends are reviewed to identify training needs. During 2012, Jennings provided
educational assistance, external conferences/seminars, placement on stretch assignments or
promotions, online training, an apprenticeship program, and leadership opportunities to top
performers to respond to their training needs.
Kaiser Permanente encourages top performers to create and use an individual development
plan which helps the organization recognize, coach, and invest in its top performers. Kaiser
Permanente uses the 3E development philosophy or “70/20/10” model of development:
experience (70%), exposure (20%), and education (10%). At Kaiser, 70% of learning and
development takes place from real-life and on-the-job experiences, tasks, and problem solving;
20% of development occurs through exposure opportunities (360 development feedback,
ongoing feedback, coaching, mentoring, present at senior management level, shadow an
executive, visibility opportunities, external presentations, professional organizations, peer
networking, and social networks); and 10% of development happens through education such as
several leadership and skill development programs available in-house as well as opportunities
to utilize outside resources.
At Majestic Steel, development needs are identified through a formal review process with
supervisors, managers, and senior leadership, as well as through many informal
conversations. Decisions are made together about top performers' training and development
opportunities to enhance their skills, knowledge, and experience. The organization offers formal
training such as classes, seminars, conferences, trade shows, local industry groups, and
webinars as well as informal training such as cross training with another area of the business,
learning more from established business partners, reference books, and internet research.
At PRC Medical, top performers’ developmental needs and interests are identified through
assessment tools, one-on-one coaching, inviting people to volunteer for special projects, and
through recently created employee profiles. When employees set up their profile, they rate their
proficiency levels on specific verbal, written, and technical skills; their skill level and experience
in the medical industry; and their skill level in business, and also provide information on their
education including certifications, as well as their own interests. Through these activities, PRC
Medical responds to development needs by providing job sharing and cross training
opportunities, external and internal training resources, job shadowing or informal mentoring, and
professional affiliations.
In 2012, managers at Southwest General Health Center were trained on the Studer Group
principles of "HighSolidLow" performers to help them spend less time focusing on low
performers and shift more energy to high and solid performers to re-recruit and develop these
individuals. Managers were asked to evaluate their staff on general principles which would then
classify the employee as a high, solid or low performer and had mid-year conversations with
each employee to share with them the qualities that make them a high, solid, or low performer
and to assess their developmental needs.
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Swagelok Company identifies and responds to top performers' development needs and
interests through its annual organizational review process which considers an employee's
potential to get to a higher level, their past and current performance, and their agility. Also,
throughout the year, directors meet quarterly to review the developmental action plans of top
performers and to match the top performer with the appropriate training, coaching, and
experiential learning.
At TSG Resources, top performers have the opportunity to identify their development needs
through the organization's Educational Assistance Program which provides up to $5,250.00 per
year towards educational expenses and course books. Since 2000, TSG Resources has paid
out over $1,000,000 to employees to further their professional growth. Also, in 2012, an online
training system was implemented which offers special training, educational assignments, and
coursework that can be done at work or at home at the employees' convenience, while still
being paid. In addition, TSG Resources provides a quarterly reading assignment to all of its
leaders, including those who are new to leadership. The reading assignments are "quick reads,"
and over the course of 5 years, the organization has developed a library for its staff's reference.
Leaders are encouraged to share these books with others.
Bialosky + Partners Architects has initiated "BPA University," which is an internal program that
focuses on learning and development. Every staff member becomes a professor for a day on a
topic of their choice and takes ownership over their presentation. Topics in 2012 included
building technology, architecture and film, building ethics, innovative materials, lighting, and
sustainability. This initiative has enhanced team-building and the organization’s culture which
supports life-long learning.
Skoda Minotti launched a “Women's Development Program” in 2012 to address the unique
challenges faced by women in the workplace and to assist in recruiting, retaining, and
advancing women; sustaining a positive and supportive environment for the firm's female
employees; and offering work-life balance that will enable women to succeed both in and
outside the office. The program involves peer support, training and team building, networking
events, social gatherings, educational seminars, and civic/charitable activities. It provides
women within the firm with opportunities to network, share information, learn new skills, and
develop professionally rewarding relationships. The program involved a needs assessment,
training (on topics including emotional intelligence, leadership, negotiation, sales, selfempowerment, assertiveness, personal branding delegation, and time management), coaching
and mentoring, networking and business development activities, and special projects to support
individual stretch goals. In addition, the organization is developing a quarterly “Women in
Leadership Networking Forum” in which it is identifying influential female leaders in the
community and inviting them to speak at quarterly meetings to female leaders at the firm.
The Garland Company has implemented a "Legacy Leadership Program" in which top
performers are encouraged to work with their managers to determine areas that they can
improve upon, personally and professionally. A schedule of classes and seminars is created
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and agreed upon. Employees who complete the program will fill the organization's leadership
positions when they become available.
Kaiser Permanente created a “Simulation Lab” which houses six (6) state-of-the art patient
simulators that clinicians can use to expand and enhance their clinical skills in a realistic
environment. The “Simulation Lab” has prepared staff for emergencies that they may not
encounter every day and has saved lives.
FedEx has three innovative employee development programs. First, it has a leadership
development program for non-salaried team members called "Aspire," which gives team
members opportunities to learn core knowledge on critical leadership skills, demonstrate their
learning, and reflect on experiential learning. Participants in the program have an assigned
coach who is their resource and guide throughout the program. Additionally, leaders are given
the opportunity to participate in the "Bridges out of Poverty" training, which is intended to
increase awareness of socio-economic pressures that employees experience. The organization
also participates in a local group called the "Community Collaboration Group," which consists of
five local employers who come together to provide learning and development opportunities to
employees. One of these opportunities involved visiting three local non-profits to gain
awareness of how they lead and manage their organizations.
Cliffs Natural Resources has an online learning resource center, "Cliffs College," which provides
training that employees can access at anytime. “Cliffs College" houses a suite of over 230
online courses (with 125 new courses in 2013) covering a variety of topics, as well as reference
documents, job aids, and tutorials.
Eliza Jennings implemented a network-wide program called “SAIDO Learning.” Employees
across all disciplines and from all levels and locations met regularly through various committees,
teams, and staff meetings. Meeting topics included planning for implementation of the program,
identifying barriers of successful implementation, empowering front-line staff to implement the
program, and resolving implementation challenges. The organization also formed learning
circles as vehicles for training and development. As a topic is discussed within learning circles,
the opportunity to speak moves from person to person until every employee has provided input.
In 2012, Akron General created the "Tony Gorant Community Leadership Institute," a program
that provides participants with a better understanding of the organization's community and
resources, and serves to inspire and motivate leaders to help fulfill the organization's mission to
the Akron community. Participants learn how their leadership can enhance the creation of a
healthy community. The program consists of four (4) full-day workshops (Access to Well-Being;
Economic Health; Healthy Children, & Families; and Healthy Civic Life), a case study, and visits
to community social services, healthcare, and wellness services. The program culminates in a
day-long volunteer effort for a community agency or program that has inspired a call to action.
Graduates are often asked to serve as board or committee members for local non-profit
agencies.
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For its new direct labor associates, Swagelok developed two new training programs, "Machining
101" and "Assembly 101." These programs bring new employees up-to-speed more quickly and
efficiently and allow existing employees to transition to other careers for additional opportunities.
The organization also provides more than 100 on-the-job trainers on the shop floor who
volunteer their time to train other employees. In addition, Swagelok has an “Emerging
Professionals” group which organizes educational, service, and recreational activities to further
employees' awareness, networking, and community support.
Bialosky + Partners Architects is reinventing its mentorship program to an opt-in program, in
which every employee has expressed interest, that contains multiple layers of mentorship from
partners mentoring senior associates, senior associates mentoring associates, associates
mentoring general staff, and general staff mentoring seasonal interns. The organization views
mentorship as something that all employees should be both giving to others and receiving
themselves.
Vocon hosts lunch and learns through the year so employees can receive continuing education
units towards their architectural licenses or LEED professional accreditations. The organization
launched "V-Lab," "Vocon's Innovation Lab" which brings in outside speakers (such as Senior
Workplace Planner at Google) to present to employees, provide outside insights, and start
creative discussion.

Winner Benchmarks
Percentage of winners that have a policy which suggests that the organization supports
or values employee training and development
Percent
All Winners

46%

Industry Type
Health & Human Services

18%

Manufacturing

61%

Professional Services

50%

Technology

58%

Other Non-Profit

20%

Other For-Profit

62%

Number of Employees (in NEO)
1-50

65%

51-200

50%

201-500

41%

Over 500

29%
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Percentage of winners that offer developmental assessments and testing to top
performers
Percent
All Winners

84%

Industry Type
Health & Human Services

94%

Manufacturing

78%

Professional Services

77%

Technology

100%

Other Non-Profit

90%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

74%

51-200

84%

201-500

82%

Over 500

93%

Percentage of winners that offer certification programs to top performers
Percent
All Winners

93%

Industry Type
Health & Human Services

94%

Manufacturing

100%

Professional Services

90%

Technology

92%

Other Non-Profit

100%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

78%

51-200

97%

201-500

100%

Over 500

96%
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Percentage of winners that offer communities of practice/knowledge sharing groups to
top performers
Percent
All Winners

86%

Industry Type
Health & Human Services

88%

Manufacturing

83%

Professional Services

87%

Technology

83%

Other Non-Profit

100%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

74%

51-200

91%

201-500

82%

Over 500

93%

Percentage of winners that offer the ability to attend conferences to top performers
Percent
All Winners

98%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

96%

51-200

97%

201-500

100%

Over 500

100%
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Percentage of winners that offer e-learning/webinars to top performers
Percent
All Winners

99%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

96%

51-200

100%

201-500

100%

Over 500

100%

Percentage of winners that offer individual development plans to top performers
Percent
All Winners

97%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

93%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

91%

51-200

97%

201-500

100%

Over 500

100%
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Percentage of winners that offer mentoring (formal program) to top performers
Percent
All Winners

66%

Industry Type
Health & Human Services

88%

Manufacturing

61%

Professional Services

67%

Technology

42%

Other Non-Profit

60%

Other For-Profit

69%

Number of Employees (in NEO)
1-50

52%

51-200

69%

201-500

65%

Over 500

75%

Percentage of winners that offer mentoring (informal program) to top performers
Percent
All Winners

95%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

97%

Technology

83%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

87%

51-200

97%

201-500

100%

Over 500

96%
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Percentage of winners that offer multi-rater/360 feedback to top performers
Percent
All Winners

68%

Industry Type
Health & Human Services

71%

Manufacturing

67%

Professional Services

67%

Technology

75%

Other Non-Profit

50%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

61%

51-200

63%

201-500

71%

Over 500

79%

Percentage of winners that offer professional association membership to top performers
Percent
All Winners

95%

Industry Type
Health & Human Services

94%

Manufacturing

100%

Professional Services

93%

Technology

92%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

83%

51-200

100%

201-500

100%

Over 500

96%
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Percentage of winners that offer professional publications/reading books/self study aids
to top performers
Percent
All Winners

96%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

93%

Technology

83%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

87%

51-200

100%

201-500

94%

Over 500

100%

Percentage of winners that offer training workshops/courses to top performers
Percent
All Winners

100%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

100%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

100%

51-200

100%

201-500

100%

Over 500

100%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 171 of 298

Average number of hours each employee and top performer spent on training and
development in 2012 at winners
Per employee

Per top performer

47

69

Health & Human Services

39

68

Manufacturing

42

65

Professional Services

54

71

Technology

52

71

Other Non-Profit

29

58

Other For-Profit

53

74

1-50

51

72

51-200

50

73

201-500

59

67

Over 500

32

63

All Winners
Industry Type

Number of Employees (in NEO)

Average monetary investment in training and development in 2012 by winners per
employee and top performer
Per employee

Per top performer

$ 1,494

$ 2,339

Health & Human Services

$ 1,143

$ 1,961

Manufacturing

$ 1,052

$ 1,995

Professional Services

$ 2,003

$ 2,735

Technology

$ 1,882

$ 2,867

Other Non-Profit

$

814

$ 1,632

Other For-Profit

$ 1,629

$ 2,463

1-50

$ 1,764

$ 2,381

51-200

$ 1,380

$ 2,297

201-500

$ 1,771

$ 2,469

Over 500

$ 1,210

$ 2,257

All Winners
Industry Type

Number of Employees (in NEO)
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a creative way to attract
and develop skilled workers.

Background
Swagelok Company relies on a skilled manufacturing workforce to produce high-quality fluid
system products, assemblies, and services used by major industrial customers around the
world. To sustain the promise of quality and availability for these customers requires that
Swagelok develop creative ways to attract skilled operators.

Action
Swagelok has developed and deployed specific programs to attract and develop skilled
machining operators. To attract interested candidates, Swagelok regularly participates in
regional job fairs, hosts career-day events, and lists active job postings through its career page
on the www.Swagelok.com® website, YouTube, and social media sites such as Facebook and
LinkedIn.
Once on-board, entry level operators begin with the foundation program that the organization
has developed, called Machining 101. This comprehensive training program focuses on
developing the critical skills required of a Swagelok machine operator. Classroom training
concentrates on quality, values, expectations, and technical knowledge needed to produce
quality parts.
Additionally, ongoing mentoring with certified On-the-Job Trainers (OJTs) is a key element of
this program. To further build a new operator’s skill sets, other programs center on specific
machining platforms, use of more sophisticated measuring instruments, and learning tool
change-outs.

Result
Implementation of these programs has resulted in a number of hires. In addition, many more
employees have moved from temporary status to full-time as a result of their completing
Machining 101 successfully. This initiative is just one example of how Swagelok invests in its
associates to sustain a high-performance organization, one that is well-positioned to meet the
needs of its customers now and into the future.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed an innovative female
leadership development program.

Background
Based on trends in its industry related to more female enrollments in accounting than male
enrollments, continued turnover and stagnation of female managers, more flexible work
arrangements being offered to females, and women occupying only 11-31% of all senior
leadership positions in its industry, Skoda Minotti recognized the need to enhance its
recruitment, retention, and advancement of women; sustain a positive and supportive
environment for the firm's female employees; and offer work/life balance which enables women
to succeed both in and outside the office.

Action
Skoda Minotti worked with a third-party consulting firm to conduct a thorough needs assessment
that helped shape its program's curriculum and content. The needs assessment included an
online training needs assessment of females in the firm, a roundtable discussion with key
women leaders at the firm, and one-on-one interviews with existing partners.
As a result of the analysis, Skoda Minotti created a multi-faceted "Women's Development
Program" that included skill-building training, coaching and mentoring (internal and external),
networking and business development activities, and special projects to support individual
stretch goals. Key training topics included assertiveness, empowerment, self-promotion,
business development, negotiation and sales, emotional intelligence, leadership, time
management, delegation; and understanding, working with, and coaching women.
Skoda also is working to establish a "Women in Leadership" networking forum which will identify
women holding influential leadership roles in the Northeast Ohio community and invite them to
speak at quarterly meetings for female leaders at Skoda Minotti. The firm plans to encourage
the speakers to join the group so relationships can be formed, mentoring can occur, and
resources and information can be shared.

Result

Since launching its "Women's Development Program" in late in 2012, the organization has
received an overwhelmingly positive response from management, employees, and recruits. It
hopes the program eventually leads to better retaining and promoting qualified female
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professionals to build an inclusive work environment and increase flexibility in how work gets
done and how careers are developed.
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Career Development
Winner Best Practices
Opportunity: it's one of the most significant reasons top performers stay at their organizations
and one of the most common reasons they leave. Top performers are at risk of leaving their
organizations to pursue other career opportunities if they are not continually provided with room
to grow and advance in their careers. Winners demonstrate their desire and commitment to
retain and engage top performers by offering them career opportunities. Top performers at
winners often feel that their leaders and organization sincerely care about their development
and career growth.
Winners support internal mobility, and frequently look internally to fill new and open positions
first before looking to external candidates. In fact, they strive to promote from within and guide
employees into other roles and career paths as much as possible, often giving them first
preference for opportunities. This is typically accomplished through:





Internal job postings
Managerial recommendations
Succession planning
Internal selection system

Employees receive fair consideration for career and advancement opportunities at winners, who
generally allow their employees to express interest in positions and participate in a formal,
standard process of selection. And often, if top performers don't always have all the skills to fill a
new role, but express interest in it, winners will help them develop into it.
Winners provide many internal career opportunities to their top performers including transfers,
lateral mobility, and promotions, and have strong mobility and promotion rates. In fact, over 90%
of winners have a policy that addresses internal mobility, such as transfers or promotions, and
on average, winners filled 32% of their open positions internally and promoted 20% of their top
performers in 2012. Also, it only takes approximately 22 months (on average) for a top
performer to advance and most winners claim that it takes less than 2 years.
Winners communicate and make transparent career and advancement opportunities as well as
the training and development necessary to qualify for them. Career opportunities - such as
career paths, advancement and promotion opportunities, lateral job opportunities, among others
- are often reviewed and discussed during one-on-one meetings with supervisors, performance
review discussions, individual development planning, career development conversations, or
career planning meetings.
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In addition to communicating career and advancement opportunities, winners also communicate
the following professional development requirements necessary for employees to achieve their
chosen path:





Educational level
Certifications
Experience (specific tasks, projects, roles, etc.)
Competencies; technical and soft skills (mandatory, preferred, etc.)

Types of training and development required to attain their chosen path are communicated
clearly. In addition to allowing employees to view job descriptions and information about job
qualifications/requirements, winners have developed a number of resources to help employees
chart paths, access opportunities, understand job requirements and training required for other
roles, and direct them to the right resources and tools including:





Career guides and checklists
Career path matrices, maps, and visuals
Career management websites or systems
Career counseling and coaching

After communicating career opportunities and the training and development required to achieve
them and deciding what future roles may be best for each top performer, winners take a number
of proactive steps to prepare top performers for these opportunities. They assess their talent's
skills, offer training and development in the specific competencies and skills necessary for
employees to get to the next level, create individual development and succession plans, use
high potential and leadership development programs, provide mentoring and coaching, and
ramp up the breadth and depth of their responsibilities. The opportunities are targeted at
cultivating the behaviors and skills necessary for the individual to succeed at the next level of
their career.

Winner Stories & Examples
Apple Growth Partners has developed a tool called PATH, which stands for "Program for
Advancement, Training, and Holistic Growth." PATH is a tool that was created for its staff to
ensure that the organization is providing the resources, tools, and knowledge needed for each
individual to advance in his or her career. Each employee uses PATH as a guide for
advancement in their career and as a checklist to see how they are progressing in skills. PATH
gives employees the competencies that they need to achieve promotions in order to build their
training curriculum and career goals, and clear career paths are defined in the tool. Additionally,
each quarter, the employee sits down with his or her mentor to create a plan to attain certain
competencies needed to advance in their career. Apple Growth Partners has also implemented
more scheduled coaching and training in the competencies from PATH.
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Cuyahoga Community College has established career paths for key positions and the
skills/education needed to reach those levels. During the performance evaluation process,
conversations pertaining to advancement, future roles, and the pathway to attain these roles
occur. These lead to career plans and then managers communicate the training necessary for
positions in which the employee is interested. For top performers to learn the necessary specific
skills needed for advancement, Tri-C offers many programs such as the “Tri-C Ambassador,”
“Speakers Bureau,” “JazzFest,” graduation events, senior based workshops, and tutoring.
At Human Arc, career paths for employees are discussed at a minimum of twice a year—during
mid-year and annual performance reviews with appropriate employees. The organization also
provides tools to help enhance employees' skills and prepare them for advancement, including
a career development program, tuition reimbursement program, learning library, hiring
management system, and learning management system. The organization's career
development program was specifically implemented to help employees take control of their
career. Employees complete an online learning module that provides specific steps to help them
determine a desired career path. Then, employees can read through potential job profiles to
fully understand the expectations of the role and interview a person who has been successful in
the desired role, with a template of interview questions provided by the company to guide the
interview. Once an employee has identified his/her desired career path, the hiring management
system can be set up to send email alerts for available positions that are a match.
Jennings Center for Older Adults has an on-site career coach to assist employees with career
assessments, coach them through career opportunities, and create a career plan which is
tracked by follow-up visits.
Lake Health shares all requirements of the organization's various career ladders with team
members so that they know what is required to move up the levels of the ladder. Team
members are also given access to competency lists/job descriptions for career growth
positions that may be available to them including senior-level, team leads, and assistant
manager positions. In addition, a list of certifications that are fully reimbursed and endorsed by
Lake Health is provided to all team members. These certifications are paid for by Lake Health
and may lead to further advancement in the organization. Lake Health also has partnerships
with a number of universities, technical schools, and colleges in the area. These organizations
are invited on-site to meet with staff and discuss professional development opportunities.
Partnerships have been formed to bring on-site ADN-BSN programs as well as master’s
programs. Lake Health also holds special educational symposiums, conferences, and
professional week celebrations to promote employee growth and development.
mbi k2m Architecture's leadership team provides a road map for professional growth and
advancement opportunities which include not only vertical progression, but also lateral
movement. On a quarterly basis, managers meet with each team member to review
performance and discuss progress on their own desired path for professional growth. Through
these meetings, they can determine what tools, training, and skills are needed to develop so
their goals for advancement can be met.
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OEConnection instituted a company-wide “Career Development Month” that occurs in October.
During this month, employees are encouraged to meet with their managers to discuss their
individual career path and interests. As a result of these discussions, many employees have
spent experiential learning time in other departments, been assigned a mentor, and met with
managers in other areas. As part of its career development program, the organization also has
developed and launched “CareerConnection,” a page on the company’s intranet with career
development tools and resources. In addition, the organization has career coaches available to
any employee who would like career advice and has developed formal career development
plans for employees that will be expanding into leadership roles.
Swagelok’s philosophy is to grow and develop its talent so they are capable of moving into
different roles and responsibilities in the organization. Swagelok posts open hourly and most
salaried positions on the company intranet as well as to physical bulletin boards located at each
site for employees. In addition, most functional areas have career ladders which define the
career path of the job functions. Finally, employees have a personal development plan that
supervisors formally discuss with them to assist them in achieving these goals. Supervisors
recommend specific ways to acquire the skills and competencies required for advancement.
The MetroHealth System discusses jobs at all levels, promotions, and lateral moves during
performance management discussions, coaching, and other developmental discussions.
Employees also can meet with the organization's talent acquisition team to determine what
continuing education is needed to help them become eligible for career advancement
opportunities. In addition, annually, a college fair is held for employees to research schools and
programs of interest to their personal development. The organization has also established
incumbent worker programs which have enabled its entry level employees to gain math and
writing skills that are necessary to be successful in vocational training and college level
coursework.
University Hospitals launched a “Career Development series” last year to provide employees
with information on career opportunities within University Hospitals, how to navigate the
recruitment and hiring system, and how to present themselves as ideal candidates for the
positions in which they were interested. This is being done in conjunction with a workshop
series on career exploration, resume writing, and mock interviewing. In addition, there are UH
career coaches available to provide individualized coaching to employees to assist them in
presenting themselves as top candidates for the positions in which they are interested.
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Winner Benchmarks
Percentage of winners that have a policy which addresses internal mobility such as
transfer or promotion
Percent
All Winners

91%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

90%

Technology

92%

Other Non-Profit

90%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

96%

51-200

88%

201-500

94%

Over 500

89%

Average percentage of open positions filled internally (internal hires) by winners in 2012
Average %
All Winners

32%

Industry Type
Health & Human Services

42%

Manufacturing

36%

Professional Services

30%

Technology

16%

Other Non-Profit

37%

Other For-Profit

30%

Number of Employees (in NEO)
1-50

23%

51-200

35%

201-500

24%

Over 500

41%
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Average percentage of top performers that were promoted in 2012 by winners
Average %
All Winners

20%

Industry Type
Health & Human Services

12%

Manufacturing

21%

Professional Services

21%

Technology

17%

Other Non-Profit

16%

Other For-Profit

29%

Number of Employees (in NEO)
1-50

22%

51-200

18%

201-500

22%

Over 500

17%

Percentage of winners that offer career planning, paths, tracks, and/or ladders
Percent
All Winners

90%

Industry Type
Health & Human Services

88%

Manufacturing

89%

Professional Services

90%

Technology

83%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

87%

51-200

88%

201-500

100%

Over 500

89%
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Percentage of winners that offer career counseling or coaching
Percent
All Winners

91%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

90%

Technology

75%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

83%

51-200

91%

201-500

94%

Over 500

96%

Average number of months that a top performer is employed at winners before they are
promoted
Average
All Winners

22

Industry Type
Health & Human Services

23

Manufacturing

19

Professional Services

21

Technology

17

Other Non-Profit

40

Other For-Profit

21

Number of Employees (in NEO)
1-50

22

51-200

19

201-500

20

Over 500

29
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Average percentage of employees who participated in creating individual development
plans at winners in 2012
Average %
All Winners

83%

Industry Type
Health & Human Services

74%

Manufacturing

84%

Professional Services

89%

Technology

82%

Other Non-Profit

75%

Other For-Profit

91%

Number of Employees (in NEO)
1-50

92%

51-200

85%

201-500

75%

Over 500

80%

Frequency in which employees participated in creating individual development plans at
winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

1%

61%

15%

15%

7%

1%

0%

Health & Human Services

0%

94%

0%

0%

0%

6%

0%

Manufacturing

0%

72%

6%

11%

11%

0%

0%

Professional Services

3%

43%

20%

23%

10%

0%

0%

Technology

0%

50%

33%

17%

0%

0%

0%

Other Non-Profit

0%

80%

10%

10%

0%

0%

0%

Other For-Profit

0%

39%

23%

23%

15%

0%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

4%

39%

26%

17%

13%

0%

0%

51-200

0%

53%

13%

25%

9%

0%

0%

201-500

0%

71%

12%

12%

6%

0%

0%

Over 500

0%

82%

11%

4%

0%

4%

0%
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Average percentage of employees who participated in career development planning
meetings at winners in 2012
Average %
All Winners

80%

Industry Type
Health & Human Services

77%

Manufacturing

79%

Professional Services

88%

Technology

82%

Other Non-Profit

62%

Other For-Profit

81%

Number of Employees (in NEO)
1-50

92%

51-200

79%

201-500

67%

Over 500

81%

Frequency in which employees participated in career development planning meetings at
winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

1%

48%

23%

18%

8%

2%

0%

Health & Human Services

0%

77%

18%

0%

6%

0%

0%

Manufacturing

0%

56%

17%

11%

17%

0%

0%

Professional Services

0%

24%

28%

38%

7%

3%

0%

Technology

8%

42%

25%

17%

0%

8%

0%

Other Non-Profit

0%

80%

10%

10%

0%

0%

0%

Other For-Profit

0%

31%

39%

15%

15%

0%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

27%

32%

23%

9%

9%

0%

51-200

0%

38%

16%

34%

13%

0%

0%

201-500

0%

65%

18%

6%

12%

0%

0%

Over 500

4%

64%

29%

4%

0%

0%

0%
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a unique career
development process for its staff.

Background
During OEConnection's annual associate satisfaction survey process, career development was
consistently rated lower than other aspects of the workplace. In addition, during exit
discussions, it found that some employees were leaving the organization to further develop their
career. These insights helped the organization realize that it needed to focus on career
development company-wide to enhance retention as well as job satisfaction.

Action
OEConnection took the career development portion of the annual review process and carved it
out into a separate process at a different time in the year. The organization established October
as its "Career Development Month." During October, employees are encouraged to sit down
with their manager to discuss their short and long-term career goals, create an action plan to
help them achieve those goals, and document the plan so that everyone is in agreement. These
discussions are optional, but many employees participate in them year after year.
Additionally, the organization identified five management level associates and trained them to
be career coaches. Employees are able to contact them confidentially and set up reoccurring
coaching sessions which help them focus on developing their career, explore potential career
paths, and access a resource other than their supervisor to discuss career development issues.
In conjunction with this offering, the organization established a "Career Connection Page" on its
intranet which contains resources including career conversation guides, best practices, links to
career tests, online resources, and career paths for various key positions in the organization.
OEConnection has also enabled employees to participate in mentoring relationships with
leaders.
Finally, the organization has also increased its spending on training and development by as
much as 50% to help create a culture that supports career development.

Result
Since the implementation of these programs, the organization has increased its promotion rate
to 13-17% each year and has more than doubled the number of internal transfers.
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The organization has also created opportunities for employees to be "loaned" to other
departments on a trial basis for stretch assignments, which have often resulted in permanent
transfers of employees after a successful trial period. In addition, individual departments have
started their own mentoring programs to help develop bench strength within their business lines
and this has resulted in the ability to more quickly promote employees into senior level or
leadership positions when openings become available.
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Performance Management
Winner Best Practices
Winners have put into place performance management practices to provide their employees
with clarity on how to be a top performer as well as to help employees become top performers
and sustain top performance. Winners want their employees to have a clear vision of success
and understand how to achieve high performance levels within the organization.
In addition, winners’ performance management practices are built to specifically align with their
culture, meet the organizational goals, evaluate critical competencies and behaviors, and
address the developmental needs of employees.
Performance management does not just encompass a one-time performance review at winners.
It’s an entire system of components and activities primarily targeted at helping winners evaluate
performance, progress, and goal achievement as well as identify and facilitate opportunities to
develop and reinforce employees' capabilities and enhance their contributions. The following
are common components of the performance management process at winners:










Definition and clarification of performance expectations
Explanations of what it takes to be a top performer (or top performer criteria)
Formal performance review or evaluation
Self-assessment or evaluation
Performance planning, goal setting (performance and development-focused goals), and
action planning
Mid-year or quarterly evaluation
On-going coaching and feedback conversations and one-on-one meetings
Individual and career development discussions and planning
Performance management training for supervisors

Also, central to winners’ performance management processes is an emphasis on development
and recognition. Supervisors and managers work with employees to identify development
needs, provide feedback and coaching aimed at improving employees’ skills, suggest training
and development, plan development activities, offer task and skill support, and initiate
discussions about career development. Further, recognition and rewards practices are designed
to reinforce desired performance levels and behaviors.
In addition to these tactics, winners use top performers as a model to improve other employees’
performance. Employees are given opportunities to work with top performers, receive mentoring
from them, and learn from their capabilities. Winners also share stories and examples of top
performers. Ongoing exposure to top performers helps winners shape other employees into top
performers.
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In 2012, winners’ performance management practices led to 50% of employees improving their
performance (on average), a testament to their effectiveness.

Winner Stories & Examples
CardPak has a Key Driver Scorecard which measures 19 individual and company targets/goals.
The organization’s executive team and managers spend a great deal of time explaining and
demonstrating the processes, methods, and procedures required to achieve these targets with
employees. The organization offers multiple training programs and can request training courses
at any time to support employees' performance. Additionally, the organization reinforces and
acknowledges behaviors that constitute top performance on a daily, weekly, and monthly basis
through its rewards an recognition programs.
Centric Consulting makes the knowledge, skills, and abilities necessary for success transparent
to employees via the organization’s intranet and through its “Performance Excellence Program.”
Also, each employee has a Feedback Manager who gathers feedback from clients and team
members about the employee’s performance relative to several factors, rates the employee on
these factors, and has the employee grade themselves on the factors. The results of the
assessments identify areas of strength and weakness for each employee. In addition, each
employee completes a “Personal Strategic Plan” for their success which reviewed with their
coach. This plan includes strategies for their success as well as training and development
opportunities they will focus on during the year.
The Cleveland Foundation overhauled its talent management process to consist of four phases:
performance planning, employee/manager partnership, regular performance previews, and the
annual talent review. The new review is designed to assist in setting career goals and finding
out what tools employees need to reach them. Also, to make sure that performance
management is an on-going activity rather than an annual event, the Cleveland Foundation
encourages bi-weekly meetings and rolled out a tool designed to help managers reflect upon
and document employees’ success and areas in need of development at the end of each
quarter.
Constant Aviation’s annual employee review process consists of extensive developmental
planning. Employees rank their performance in certain areas and create a plan of their future
goals. This information is reviewed with each team member in great detail one-on-one with their
direct supervisor. Then, a career path is established and steps to reach their goals are
identified. Also, every year, Constant Aviation has a 3-day offsite meeting for top performers
which is intended to help contribute to sustaining their top performance.
In 2012, the Federal Reserve Bank of Cleveland introduced a new performance management
philosophy, a revision of the Bank's values with added behavioral definitions, and a revision
of the organization’s performance rating definitions. The Federal Reserve Bank of Cleveland
supported managers in the rollout of its new system with targeted events and resources to
support them, including a Performance Management Toolkit, a Performance Management &
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Development Briefing, a PowerPoint Presentation that was used in department roll out sessions,
and Performance Management and Developmental “Train the Trainer” sessions for officers and
managers on how to use the toolkit.
Gardiner Trane offers many tools to help its associates become top performers, particularly
coaching and mentoring. Through mentors and coaching, its employees find personal success
and satisfaction in performing their job. The organization considers every employee an expert in
their position and just asks that they constantly communicate what they need to succeed. In
addition, managers and supervisors continuously have one-on-one meetings with their
associates to develop them. They are known as the “Associate’s meeting” as the associate
creates the agenda.
Kingston of Vermillion uses performance evaluations as a means for discussing, planning, and
reviewing the performance of each employee. During this meeting, both the supervisor and
employee discuss strengths, weaknesses, and opportunities for growth and development.
Kingston of Vermillion provides managers with tips for a productive performance evaluation: be
prepared about what you are going to say and how you are going to say it, be consistent with all
employees, be a good listener and be aware of the employee’s verbal and non-verbal cues,
lead with the positive and reaffirm the employee’s strengths at the beginning of the review,
discuss work/life balance, discuss career goals and opportunity for advancement, give
deadlines if there is action needed, and follow up with the employee on that day.
Lexicomp has a talent development program in which top performers are identified and meet
with their direct manager, department head, and HR manager twice a year to discuss
professional development goals. Also, the Talent Development Committee meets quarterly to
review participants, report on the previous quarter’s goals for each individual, and set goals for
the next quarter. The committee also identifies successors for senior positions in the
organization and ensures that those identified are working on projects that will prepare them for
the next step in their career and that they receive the necessary training.
To build top performance in its organization, mbi | k2m Architecture has younger outstanding
staff shadow top performers and leaders of the organization to view why they are successful.
They also use training and one-on-one interactions with leaders to help shape top performers
and improve performance. The organization offers two classes per week for professional
development on new products, material, and techniques within the industry and offers other
courses related to culture, customer service, sales, style/communication, leadership, and team
development.
The People Management Leader (PML) program is the backbone of the performance
management process at KPMG in combination with using mentoring, engagement
management, and open feedback. Supervisors and managers are expected to have open and
honest feedback with all employees and mentees, and involve HR or leadership on a regular
basis to make sure that everyone is aware of performance. PMLs are held accountable for the
retention and engagement of all their counselees. If there is a higher level of turnover under one
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PML, a discussion is held with that individual. Also, if a PML is not proving to be the most
effective coach for their counselees, they may be removed and KPMG works with that PML to
build up their managerial skills.
PRC Medical uses several methods to help employees maintain and achieve high performance.
First, during on-boarding, the CEO and HR reviews successful behaviors with new employees.
Second, the organization offers performance coaching to help employees sustain performance
and provide guidance on how to move to the next level by setting performance and
development goals. Third, the organization has “Needs & Sees” interventions with employees
which are intended to keep them on track. These involve a review of what the organization
needs in regards to job performance, work habits, or other behavior; a comparison of these
needs to specific observations including what they are seeing the employee doing or not doing,
and a determination of whether there is a need for follow-up or additional training.
The Shamrock Companies helps each employee develop an individualized blueprint for
success. Employees participate in an annual performance evaluation and enjoy many
professional development opportunities to help them strengthen the skills they need to succeed.
They are asked how they create “Raving Fans”; how they increased revenues, removed costs,
contributed to an operational efficiency, or moved a client towards a sale; what contribution they
are most proud of in the last 12 months; and what contribution do they anticipate being proud of
in the next 12 months. They are encouraged to bring positive emails from clients, vendors, and
coworkers to demonstrate how they have delivered outstanding customer service. Additionally,
managers are encouraged to be “feedback fearless” on a continual basis with employees.
Swagelok Company creates an “Associate Results and Development Plan” for each employee
which outlines what it takes to become a top performer or sustain top performance. Although the
year-end results indicate top performance, Swagelok also looks at the journey the individual
took to assess if they were a top performer. Additionally, the organization helps employees
“journey” to top performance through individual coaching sessions with a mentor. Key
competencies that an individual will need are selected and the organization provides a
competency guide that the employee and their coach will use to determine what training or
experiences will benefit them. The coach or mentor provides guidance to the employee
regarding what is going well and what needs to be worked on, provides consistent feedback
based on experiences they have had and what has worked well in the past, and may help
employees with career mapping and choosing a path that will help them succeed with their
career goals.
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Winner Benchmarks
Average percentage of employees who participated in a performance review or
evaluation at winners in 2012
Average %
All Winners

97%

Industry Type
Health & Human Services

99%

Manufacturing

98%

Professional Services

99%

Technology

91%

Other Non-Profit

95%

Other For-Profit

94%

Number of Employees (in NEO)
1-50

98%

51-200

97%

201-500

96%

Over 500

96%

Frequency in which employees participated in a performance review or evaluation at
winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

63%

22%

12%

3%

0%

0%

Health & Human Services

0%

88%

6%

6%

0%

0%

0%

Manufacturing

0%

67%

22%

11%

0%

0%

0%

Professional Services

0%

50%

20%

23%

7%

0%

0%

Technology

0%

25%

50%

17%

8%

0%

0%

Other Non-Profit

0%

80%

20%

0%

0%

0%

0%

Other For-Profit

0%

77%

23%

0%

0%

0%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

35%

26%

30%

9%

0%

0%

51-200

0%

66%

25%

6%

3%

0%

0%

201-500

0%

82%

12%

6%

0%

0%

0%

Over 500

0%

71%

21%

7%

0%

0%

0%
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Average percentage of employees who participated in a mid-year or quarterly evaluation
or check-point at winners in 2012
Average %
All Winners

69%

Industry Type
Health & Human Services

60%

Manufacturing

61%

Professional Services

77%

Technology

79%

Other Non-Profit

56%

Other For-Profit

74%

Number of Employees (in NEO)
1-50

77%

51-200

76%

201-500

45%

Over 500

68%

Frequency in which employees participated in a mid-year or quarterly evaluation or
check-point at winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

2%

15%

36%

40%

6%

1%

0%

Health & Human Services

0%

29%

24%

41%

6%

0%

0%

Manufacturing

0%

6%

28%

67%

0%

0%

0%

Professional Services

0%

10%

40%

40%

7%

3%

0%

Technology

0%

25%

33%

42%

0%

0%

0%

Other Non-Profit

10%

10%

50%

20%

10%

0%

0%

Other For-Profit

8%

15%

46%

15%

15%

0%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

4%

13%

39%

39%

4%

0%

0%

51-200

0%

9%

41%

41%

6%

3%

0%

201-500

6%

12%

29%

41%

12%

0%

0%

Over 500

0%

25%

32%

39%

4%

0%

0%
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Average percentage of employees who participated in development of professional or
developmental goals at winners in 2012
Average %
All Winners

92%

Industry Type
Health & Human Services

93%

Manufacturing

91%

Professional Services

96%

Technology

91%

Other Non-Profit

83%

Other For-Profit

89%

Number of Employees (in NEO)
1-50

96%

51-200

91%

201-500

94%

Over 500

88%

Frequency in which employees participated in development of professional or
developmental goals at winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

52%

21%

19%

5%

1%

2%

Health & Human Services

0%

77%

6%

6%

6%

0%

6%

Manufacturing

0%

56%

22%

22%

0%

0%

0%

Professional Services

0%

33%

27%

27%

10%

0%

3%

Technology

0%

58%

33%

8%

0%

0%

0%

Other Non-Profit

0%

50%

10%

30%

10%

0%

0%

Other For-Profit

0%

54%

23%

15%

0%

8%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

35%

30%

22%

13%

0%

0%

51-200

0%

50%

19%

22%

3%

3%

3%

201-500

0%

71%

18%

12%

0%

0%

0%

Over 500

0%

57%

18%

18%

4%

0%

4%
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Average percentage of employees who participated in on-going coaching and feedback
with their supervisor at winners in 2012
Average %
All Winners

97%

Industry Type
Health & Human Services

95%

Manufacturing

99%

Professional Services

98%

Technology

99%

Other Non-Profit

91%

Other For-Profit

98%

Number of Employees (in NEO)
1-50

100%

51-200

99%

201-500

93%

Over 500

96%

Frequency in which employees participated in on-going coaching and feedback at
winners in 2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

7%

10%

10%

25%

24%

24%

Health & Human Services

0%

6%

24%

0%

29%

6%

35%

Manufacturing

0%

11%

6%

11%

22%

28%

22%

Professional Services

0%

13%

7%

13%

23%

20%

23%

Technology

0%

0%

0%

17%

8%

58%

17%

Other Non-Profit

0%

0%

30%

10%

20%

20%

20%

Other For-Profit

0%

0%

0%

8%

46%

23%

23%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

9%

9%

13%

26%

26%

17%

51-200

0%

6%

0%

19%

22%

34%

19%

201-500

0%

6%

0%

0%

47%

18%

29%

Over 500

0%

7%

29%

4%

14%

14%

32%
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Average percentage of employees who participated in informal or formal mentoring at
winners in 2012
Average %
All Winners

69%

Industry Type
Health & Human Services

56%

Manufacturing

71%

Professional Services

79%

Technology

69%

Other Non-Profit

54%

Other For-Profit

69%

Number of Employees (in NEO)
1-50

81%

51-200

77%

201-500

60%

Over 500

56%

Frequency in which employees participated in informal or formal mentoring at winners in
2012
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

7%

4%

16%

32%

26%

14%

Health & Human Services

0%

18%

6%

6%

29%

24%

18%

Manufacturing

0%

11%

0%

11%

39%

39%

0%

Professional Services

0%

3%

10%

23%

23%

27%

13%

Technology

0%

0%

0%

9%

36%

36%

18%

Other Non-Profit

0%

10%

0%

30%

30%

10%

20%

Other For-Profit

0%

0%

0%

15%

46%

15%

23%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

0%

9%

22%

17%

30%

22%

51-200

0%

10%

0%

16%

29%

36%

10%

201-500

0%

6%

0%

6%

59%

18%

12%

Over 500

0%

11%

7%

18%

32%

18%

14%
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Average percentage of employees who received improved performance ratings
compared to the previous year at winners in 2012
Average %
All Winners

50%

Industry Type
Health & Human Services

31%

Manufacturing

61%

Professional Services

60%

Technology

52%

Other Non-Profit

27%

Other For-Profit

50%

Number of Employees (in NEO)
1-50

69%

51-200

54%

201-500

45%

Over 500

31%
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner created a special initiative to build a high
performance culture.

Background
KPMG has always encouraged high performance with its employees and teams, but in light of
an increasingly competitive market for its services, it wanted to more deeply engrain high
performance into its culture to ensure that its firm thrives. As a result, it developed a "High
Performance Culture Program."
To KPMG, a "High Performance Culture" means having the best people with the skills and
determination to deliver above and beyond, develop and maintain strong customer
relationships, build and maintain productive business and professional relationships, and
accomplish individual and team objectives. The organization is looking for strategic thinkers who
are results-driven and use their knowledge to enhance its competitive position, work on
initiatives that have strategic impact for the organization, and connect departmental actions to
the organization's vision and mission.

Action
KPMG created a "High Performance Culture" which included the following initiatives.
Analysis of top performers. The organization gained a deeper understanding of what
differentiates top performers from average performers. It enlisted the help of an outside firm to
evaluate groups of existing top performers and identify the behaviors, skills, attitudes, and
values that differentiate them from the rest of employees and use that information to understand
and predict top performance across varying levels in the organization. The firm used complex
statistical analyses of data to identify these characteristics among staff, management, and
partners.
This analysis served to help the organization improve its candidate selection by recruiting
individuals who possess high performance skills and attributes; as well as accelerate the
development of high potential professionals by identifying their potential early on and providing
them with better training and processes to enhance their skills and attributes.
Internal website and resources. The program resulted in the creation of an internal website
that is available to all employees about leading in a high performance culture. It has an online
magazine layout and high impact visuals. Within this website are best practices, tips, success
stories, and video interviews of effective top performers as well as libraries of expectations,
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skills, knowledge, training, and abilities for all practices and all levels of the organization. These
resources provide actual real-life examples of behaviors and actions that the organization is
seeking from its employees. They also assist employees in determining what the characteristics
of top performers are and help outline growth and goal setting plans.
Assistance for Leaders. KPMG provided leaders with discussion resources to help them
communicate the "High Performance Culture" to its employees. These included key messages
and details of the strategy, detailed talking points, presentation slides, and an audio recording of
the slides presented.

Result
As a result of this initiative, KPMG has increased the likelihood that it selects the most high
performing people; retains, engages, and develops them; promotes only the best employees;
and creates the best teams who can provide different strengths and perspectives that
complement one another.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has implemented a unique performance
management tool.

Background
Lake Health recently embarked on a cultural transformation, and as part of that transformation,
the organization determined that the only way it could flourish is if its team members were
engaged and committed to going the extra mile to provide superior care.
The organization determined that it needed a set of standards of behavior to complement its
values and mission which created new criteria for how they would interact with one another,
develop customer service training, recognize and reward employees, and assess and coach
team members' performance.
Eight standards of behavior were created and included brief definitions and a few examples to
help clarify the definitions. They were introduced to all staff through training, communications,
and contests; but while some change in behavior and the culture were observed, the
organization found that a tool was needed to more clearly define the behavioral expectations for
each of the standards.

Action
Lake Health formed a committee to develop a new performance management tool, specifically a
"Competency Guidebook," which clearly defines what team members need to do in order to
achieve "meets expectations," "exceeds expectations," or "star contributor" performance status
for each of the standards of behavior. Likewise, it clearly identified for both staff and managers
"does not meet" or "needs improvement" behavior.
The tool provides staff with a more clear roadmap for success, and provides managers with an
objective tool for identifying and evaluating behavior during their performance conversations
with high, middle, and low performers.
For each of the performer levels, the "Competency Guidebook" provides a valuable tool for
having constructive dialogue with employees and aids in the creation of development plans. It
also allows managers to more easily differentiate between those who "exceed expectations"
and those who are considered "star contributors" to reward and recognize these individuals and
select them to serve on special committees and in special roles. Similarly, managers can more
clearly identify paths for middle performers who wish to move from "meets expectations" to
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"exceeds expectations" or "star contributor" status. The tool also helps managers address
performance issues more quickly and coach and correct low performer behavior.

Result

Since the implementation of the tool, many of the organization's departments have cited a
noticeable improvement in the performance and behavior of their staff. In addition, Lake Health
has seen a reduction in new-hire turnover and terminations in the first 90 days, an improvement
in patient satisfaction and employee engagement, and increased quality scores. Managers are
also satisfied and appreciative of the tool as it has given them a more objective way to assess
behavior, have more meaningful dialogue with their staff, and raise the bar on expected
behavior.
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the average monetary investment that winners spent on
training and development in 2012

$

1,494 2,339
$

per employee

per employee

per top performer

of winners offer
training workshops or
courses to employees

95

%

of winners offer
formal or informal
mentoring programs

W I N N E R

47
69

100

%

of winners
offer career
counseling
or coaching

DEVELOPMENT

the average number
of hours each
employee spent
on training and
development in 2012

per top performer

91

%

I M P A C T

Work/Life Balance, Wellness &
Benefits
It starts with one to make a difference and an impact in the workplace: one flexible schedule,
one supportive act, one accommodation, one benefit, or one wellness program/initiative.
Winners strive to support their top performers' work/life balance and wellness. The following
section summarizes winners' best practices, shares winner benchmarks, and contains unique
stories and examples of how some winners are leading by example in the areas of work/life
balance and wellness.

Work/Life Balance
Winner Best Practices
Work-life balance is a high priority at winners. Winners understand that many of their employees
need flexibility for their unique needs such as family obligations, child care needs, medical
conditions, doctor's appointments, school schedules, and personal matters or preferences.
Winners take an interest in helping to accommodate employees' needs and assisting them in
achieving work/life balance.
Winners value work/life balance and this is evident in how they manage employees. At winners,
managers and supervisors are encouraged to be supportive and understanding when
employees request flexibility and are given discretion to accommodate those requests.
Employees are empowered to solve work/life issues in collaboration with their manager and
enjoy freedom in setting and managing their work schedule. Most winners do not penalize or
discipline employees for occasional attendance issues. Their policies and practices relative to
attendance tend to be non-restrictive and non-punitive as performance and results are what
matter most to winners. Likewise, winners are focused more on whether work is completed on
time and in a high quality manner.
As a result, winners accommodate the work/life needs of employees by offering a range of
options that they can utilize such as flexible schedules; the ability to work from home; generous
time off, leave, and benefits; financial planning assistance; and a number of convenience and
support services. The following are the most common practices used by winners to help their
employees achieve a better work/life balance:
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Flexible work schedules
Winners provide several flexible schedule options to most, if not all, of their employees including
flex time, telecommuting/work at home options, part-time options, shift options and swaps, job
sharing, compressed workweeks, the ability to arrive early or late, and the ability to attend
appointments or miss work without using paid time off or vacation time or having the ability to
make up the work they miss. Another hallmark of some winners is offering shortened work
schedules during the summer to their entire staff.

Paid time off
Paid time off is a benefit provided by all winners. Many winners offer either paid time off banks
or vacation, sick, and personal time; bereavement leave; and paid holidays. Winners typically
provide more paid time off/vacation time than other employers, on average, offering a minimum
of 12 days and a maximum of 24 days. Some winners offer unlimited vacation time and/or sick
time, though these options remain less popular than structured paid time off benefits.

Support benefits
Several winners offer supportive benefits and services that help employees further achieve
more work/life balance and make their lives easier. Common services include on-site
convenience services, employee assistance programs, child care/elder care services, sick child
care, employee assistance programs, partially or fully paid maternity and paternity leave,
sabbaticals, and other leaves of absence.

Workload support
Winners also monitor and review employees' workload, and help ensure that they are not
overloaded and can maintain work/life balance. To support workload, winners often make
accommodations or changes to employees' job duties and tasks by reassigning work to others,
dividing up larger assignments or tasks among employees, adjusting the scope of projects and
assignments, allocating additional staff resources, using collaborative approaches to complete
work, providing technology to improve efficiency, and more.
Winners make sincere efforts to listen to their top performers' work/life needs and concerns and
address them with the right solutions and options. Most of these situations are unique, and there
are so many examples of winners who have gone above and beyond to accommodate a top
performing employee who they wished to retain in a customized way. Winners believe that top
performers will do what is needed to get their job done, and as a result, they are happy to be
flexible to whatever needs they may have.

Winner Stories & Examples
Akron General Health System accommodates its employees by using several tactics.
Volunteers regularly fill the need for temporary assistance through the hospital’s centralized
volunteer pool, which is staffed by more than 400 active volunteers. In addition, departments
regularly accommodate staff by offering restricted hours or by connecting staff to other
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departments where a light duty can be assigned. Also, the organization offers an on-site
pharmacy, convenient and healthy meal options, free chair massages, mail services, dry
cleaning services, car washing services, and other conveniences, in order to help support
work/life balance for its employees.
Bialosky + Partners Architects encourages all of its employees, from partners to interns, to
embrace a flexible work culture, believing that “while this is a business, it is foremost a family.”
The organization encourages a culture in which employees lean on one another when their
families become sick or when other unique situations occur. Additionally, all employees are
empowered to work from home, modify their schedule, or adjust their workload. The firm also
invested in laptops for its top performers who expressed interest in working remotely.
At Clark-Reliance, all full-time employees are paid on a salary basis and receive their full pay,
even if they miss work and their schedules were not able to be adjusted. The company always
tries to accommodate the needs of all of its employees, as long as the business allows.
Managers are also given the autonomy to make decisions regarding employees’ start and end
times. Additionally, employees can work from home on an as-needed basis.
Direct Recruiters tries its best to put its employees’ minds at ease by making workloads
feasible, offering work from home options, and not being “sticklers for time.” Top performers are
given flexibility to resolve personal or family matters should they arise. If needed, employees
may bring their children or pets to work for the day.
Eliza Jennings accommodates the schedules of all its employees, especially its top performers.
To address work/life balance and workload issues, the organization hires seasonal staff to
accommodate schedules, allows job sharing, offers compressed work weeks, and permits some
employees within the organization to work from home. The CEO also supports workload
adjustments by permitting extended deadlines or pushing back work on projects when
workloads are heavy.
Excelas has a culture founded on flexibility and autonomy. The organization works with top
performers who have family and medical situations that require adjustments to their schedules.
Accommodations may include changes to or a reduction in scheduled hours, a shift in workload,
and approval of paid time off with short notice. Excelas has found that this type of consideration
is highly valued by their employees and keeps them fully engaged.
At Human Arc, flextime is available for top performing employees and as long as the needs of
the business permit, employees can request to work at home intermittently or on a regular
basis. Currently, 19.6% of Human Arc’s employees consistently utilize telework to
accommodate special circumstances and personal needs. Its employees are also able to
request a long-term change in their start and end times or request a change in the length of their
lunch period. Another added perk for associates is the opportunity to make up time missed for
personal reasons, instead of having to use their PTO.
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Managers at Flight Options are provided with a great deal of autonomy when it comes to
accommodating requests from its top performers. Accommodations may include providing a
compressed schedule of work hours for a period of time; offering the opportunity to work from
home; granting an extension to an employees’ maternity leave with pay; and extending time off
with pay in the cases of family emergency, sickness, death, or birth. Managers also work with
employees when workloads become unmanageable, adjust assignment delegation, and lessen
project scopes.
All employees are eligible for flexibility at KPMG. Many employees work reduced hours,
compressed schedules, or from home as needed. The organization also offers paid parental
leave, a sabbatical program, generous five weeks of PTO for most employees, local services to
address their personal needs such as laundry and car repair, and free seminars on work/life
management topics such as finances, family, work, and health. In addition, the organization
computes a work/life balance ratio for each employee (based on number of hours worked in a
time cycle, combined with personal time taken, days recorded as worked, and total hours
charged). When an employee’s work/life balance ratio goes above 50%, managers are sent a
message to have a conversation with the employee to identify ways to bring work/life balance to
a manageable level.
At Main Street Gourmet, even the company’s hourly assembly-line employees are able to make
special scheduling requests, trade their shifts with fellow employees, adjust their day-to-day
work assignments amongst themselves, and request time away from work for personal use. The
organization’s salaried staff can start or end their work days outside of standard business hours
and request flexibility. The organization also makes special accommodations based on
employees’ circumstances. It has recently accommodated an employee with a telecommuting
arrangement because of her unusual health condition.
Majestic Steel’s management philosophy is “structure with flexibility.” The organization
understands that employees juggle many responsibilities and has a variety of programs to help
them manage their professional and personal lives which include shift schedules, flexible start
and end times, informal schedule adjustments, temporary schedule modifications, work from
home options, generous time off, and a two-week paid sabbatical for every five years of service.
The organization has a 2-hour window for start and end times to support employees’ schedules.
Managers also work with employees to develop temporary schedules or workload adjustments
that help them meet their needs. For example, the organization had modified several
employees’ schedules and workloads to accommodate their educational and professional
certification pursuits. In addition, the organization provides employees with all of tools they need
to work from home, including laptops, iPads, and smartphones.
All team members at Pease & Associates are given full control over their own work schedule
and workload. Additionally, the firm has a workflow committee that consistently monitors the
workloads of every team member and ensures that all work is distributed evenly. Team
members are also able to utilize the availability of flex-time, a compressed work week, and PTO
to meet the demands of scheduling conflicts.
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Plante Moran provides a number of different flexible work options for employees including
expanded part-time work opportunities, flex-time, a non-traditional careers policy, and the ability
to work remotely. Also, in 2012, Plante Moran formed a new fun and creative work-life balance
program called “Better with Balance.” Employees participate by submitting photos of themselves
with their “Balance Buddy” (a 12 inch cardboard cutout of the company’s Managing Partner)
while enjoying their time off. The company receives around 100 photos each month and awards
a prize for its best submission. At the end of the year, the 12 monthly winners are posted on
Facebook as contestants for a grand prize.
PRC Medical accommodates top performers’ requests for flexibility by scheduling flexible
starting and ending times as desired; approving extra time off for employees involved in
projects/duties requiring extended hours temporarily; providing meals; allowing work from home
or leaving for a brief period during the day with no consequence; agreeing to a 4-10 hour day
schedule; permitting work from home if it makes sense and the employee desires while
recuperating from illness, injury, or child birth; considering employee vacations or days off
before planning functions, training or other events; encouraging down time following business
travel; authorizing employees to work longer on one day to make up time for another; engaging
employees in another area of the organization to support staff that are experiencing a heavier
workload; and ensuring that top performers are surrounded by capable people they can rely on
which makes this kind of flexibility possible. All of PRC Medical's top performers have willingly
rearranged their schedules and/or worked extra time to meet the needs of the organization, and
the organization wants to ensure that it responds to their personal requests as well.
Top performers at Robinson Memorial Hospital are allowed the flexibility to adjust their
schedules as needed. Managers approve many requests for employees to permanently
increase and reduce their hours based on their current needs. Employees are even allowed to
change their status from part-time to full-time more than once throughout the year. In some
departments, employees are given the opportunity to work the end of one week and the
beginning of the next week to have several days off in a row.
At Ryan, employees are measured on results achieved, not on actual hours worked. Ryan
believes that giving its employees ownership over their own time has helped them meet their
demands in both their professional and personal lives. The organization gives employees the
chance to take care of personal priorities in a guilt-free way that works with their needs, and has
allowed for flexible work schedules and alternative work locations – even among executive
assistants who often work from home one or more days per week. Also, managers are trained
to look for and coach those who may experience overload or burnout.
Summa Health System has some unique solutions to enable its employees to maintain a
productive and satisfying work/life balance. Nursing professionals are given the opportunity to
work a Monday through Friday schedule or a weekend-only schedule. Employees in select
departments are allowed to work from home when necessary. Summa also has job sharing
programs, flextime, and compressed work weeks to support the work/life balance needs of its
employees. In addition, the organization provides employees with access to a fully subsidized
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sick child care program as well as “New Horizons Adult Day Services,” which provides
employees’ elderly family members with an elder care setting.
In 2012, TSG Resources piloted a new scheduling software system to ease the scheduling
process by allowing employees to access their personal schedules online and circulating text
messages when there is a need to fill a shift. Top performers at TSG Resources are also always
encouraged to relay their workload concerns to their immediate supervisor. In some instances
workloads may require a re-distribution of job duties or may be assigned to an interim
employee, helping reduce workflow to a more manageable level. In addition, the organization
has a “Workplace Stress and Burnout Policy” which helps supervisors and managers identify
stress-related issues in the workplace.
Managers at Western Reserve Hospital work to meet the needs of top performers whenever
possible. The Respiratory Care department developed 12 hour shifts, at the request of
employees to have a compressed work week; and the Nursing departments have implemented
self-scheduling so employees could request the specific days/hours they would like to work to
ensure their schedule fits with their home life. The hospital also has a weekend option program
where employees are eligible to work two 12 hour shifts each weekend with premium pay. This
allows for more time off during the week as well as an increase in pay for employees that
choose to work weekends. In other departments, like HR, IT and Quality Improvement,
employees are able to work from home several days per week. Exempt employees are even
able to leave work, for periods of less than half their shift without utilizing PTO. Additionally,
many areas within the hospital have adjusted shift start and end times in order to better
accommodate employee scheduling needs.
Lexicomp offers a number of options to support its employees in balancing their work/life and
allows flexible schedules to be determined based on what’s best for the employee and their
department. For example, employees can usually come and go as they please, are free to take
kids to doctor visits, can take a long lunch to hit the gym, and leave early to meet with a realtor.
In addition, some departments work four 10-hour days. Also, in the last year, the organization
introduced a work from home program in which select top performers can work full-time out of
their homes.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 207 of 298

Winner Benchmarks
Percentage of winners that offer flex time (choice of hours worked)
Percent of
winners offering
option
95%

Average % of
EEs eligible for
option
67%

% of winners
offering option
to all EEs
33%

Health & Human Services

100%

48%

18%

Manufacturing

89%

59%

17%

Professional Services

93%

82%

47%

Technology

100%

92%

58%

Other Non-Profit

100%

62%

30%

Other For-Profit

92%

52%

23%

1-50

91%

78%

57%

51-200

97%

78%

25%

201-500

94%

58%

35%

Over 500

97%

52%

21%

All Winners
Industry Type

Number of Employees (in NEO)

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 208 of 298

Percentage of winners that offer telecommuting/work-at-home options
Percent of
winners offering
option
95%

Average % of
EEs eligible for
option
43%

% of winners
offering option
to all EEs
14%

Health & Human Services

100%

16%

0%

Manufacturing

95%

31%

6%

Professional Services

96%

68%

23%

Technology

92%

64%

25%

Other Non-Profit

100%

34%

10%

Other For-Profit

85%

24%

15%

1-50

91%

64%

39%

51-200

97%

51%

13%

201-500

94%

32%

6%

Over 500

97%

23%

0%

Percent of
winners offering
option
68%

Average % of
EEs eligible for
option
32%

% of winners
offering option
to all EEs
12%

Health & Human Services

94%

38%

0%

Manufacturing

67%

22%

11%

Professional Services

53%

36%

20%

Technology

66%

32%

8%

Other Non-Profit

80%

44%

30%

Other For-Profit

62%

15%

0%

1-50

48%

32%

17%

51-200

62%

32%

16%

201-500

59%

17%

12%

Over 500

97%

39%

4%

All Winners
Industry Type

Number of Employees (in NEO)

Percentage of winners that offer compressed workweeks

All Winners
Industry Type

Number of Employees (in NEO)
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Percentage of winners that offer early or late arrival
Percent of
winners offering
option
94%

Average % of
EEs eligible for
option
65%

% of winners
offering option
to all EEs
40%

Health & Human Services

100%

35%

6%

Manufacturing

95%

47%

17%

Professional Services

93%

91%

77%

Technology

92%

85%

50%

Other Non-Profit

100%

65%

30%

Other For-Profit

85%

48%

31%

1-50

91%

85%

74%

51-200

97%

67%

41%

201-500

88%

56%

35%

Over 500

97%

49%

14%

All Winners
Industry Type

Number of Employees (in NEO)

Percentage of winners that offer employees the ability to attend appointments without
using PTO/having pay deducted
Percent of
winners offering
option
93%

Average % of
EEs eligible for
option
69%

% of winners
offering option
to all EEs
52%

Health & Human Services

94%

35%

12%

Manufacturing

100%

69%

44%

Professional Services

87%

82%

73%

Technology

92%

87%

75%

Other Non-Profit

100%

67%

30%

Other For-Profit

92%

69%

62%

1-50

87%

87%

83%

51-200

100%

85%

69%

201-500

94%

63%

47%

Over 500

89%

40%

11%

All Winners
Industry Type

Number of Employees (in NEO)
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Percentage of winners that offer employees the ability to make up hours without using
PTO/having pay deducted
Percent of
winners offering
option
96%

Average % of
EEs eligible for
option
76%

% of winners
offering option
to all EEs
57%

Health & Human Services

100%

46%

18%

Manufacturing

95%

71%

44%

Professional Services

97%

94%

83%

Technology

100%

90%

83%

Other Non-Profit

100%

72%

30%

Other For-Profit

85%

72%

62%

1-50

96%

91%

87%

51-200

100%

91%

75%

201-500

94%

74%

59%

Over 500

93%

48%

11%

All Winners
Industry Type

Number of Employees (in NEO)

Average percentage of employees eligible to use at least one type of flexible schedule
Average % of
EEs eligible for
option
83%

% of winners
offering option
to all EEs
56%

Health & Human Services

81%

41%

Manufacturing

62%

22%

Professional Services

97%

83%

Technology

99%

75%

Other Non-Profit

81%

50%

Other For-Profit

71%

46%

1-50

94%

83%

51-200

86%

50%

201-500

73%

53%

Over 500

77%

43%

All Winners
Industry Type

Number of Employees
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Percentage of winners that offer employees the ability to bring children to work
Percent
All Winners

37%

Industry Type
Health & Human Services

18%

Manufacturing

33%

Professional Services

47%

Technology

33%

Other Non-Profit

40%

Other For-Profit

46%

Number of Employees (in NEO)
1-50

48%

51-200

47%

201-500

35%

Over 500

18%

Percentage of winners that offer child care services/subsidies (beyond EAP)
Percent
All Winners

21%

Industry Type
Health & Human Services

24%

Manufacturing

17%

Professional Services

17%

Technology

8%

Other Non-Profit

50%

Other For-Profit

23%

Number of Employees (in NEO)
1-50

9%

51-200

16%

201-500

41%

Over 500

25%
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Percentage of winners that offer sick/back-up child-care options
Percent
All Winners

20%

Industry Type
Health & Human Services

59%

Manufacturing

6%

Professional Services

13%

Technology

8%

Other Non-Profit

10%

Other For-Profit

23%

Number of Employees (in NEO)
1-50

4%

51-200

16%

201-500

18%

Over 500

39%

Percentage of winners that offer elder care services/subsidies (beyond EAP)
Percent
All Winners

13%

Industry Type
Health & Human Services

35%

Manufacturing

6%

Professional Services

10%

Technology

0%

Other Non-Profit

20%

Other For-Profit

8%

Number of Employees (in NEO)
1-50

0%

51-200

9%

201-500

18%

Over 500

25%
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Percentage of winners that offer coaching or counseling services (beyond EAP)
Percent
All Winners

57%

Industry Type
Health & Human Services

65%

Manufacturing

50%

Professional Services

53%

Technology

33%

Other Non-Profit

70%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

39%

51-200

66%

201-500

41%

Over 500

71%

Percentage of winners that offer employee assistance program (EAP)
Percent
All Winners

86%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

63%

Technology

100%

Other Non-Profit

100%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

52%

51-200

91%

201-500

100%

Over 500

100%
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Percentage of winners that offer financial planning assistance
Percent
All Winners

89%

Industry Type
Health & Human Services

94%

Manufacturing

94%

Professional Services

87%

Technology

67%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

70%

51-200

94%

201-500

88%

Over 500

100%

Percentage of winners that offer on-site convenience services (dry-cleaning, laundry,
banking, etc.)
Percent
All Winners

55%

Industry Type
Health & Human Services

77%

Manufacturing

44%

Professional Services

47%

Technology

67%

Other Non-Profit

70%

Other For-Profit

39%

Number of Employees (in NEO)
1-50

17%

51-200

53%

201-500

59%

Over 500

86%
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Average minimum and maximum number of paid time off and vacation days provided to
employees
Minimum #

Maximum #

12

24

Health & Human Services

16

30

Manufacturing

9

22

Professional Services

13

22

Technology

14

23

Other Non-Profit

12

24

Other For-Profit

10

23

1-50

12

20

51-200

11

22

201-500

11

25

Over 500

15

29

All Winners
Industry Type

Number of Employees (in NEO)

Average number of paid sick days provided by winners
Percent
All Winners

7

Industry Type
Health & Human Services

10

Manufacturing

4

Professional Services

6

Technology

5

Other Non-Profit

14

Other For-Profit

5

Number of Employees (in NEO)
1-50

6

51-200

5

201-500

8

Over 500

11
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Average number of bereavement leave days provided by winners
Spouse or
child

Extended
family
member
2

Friend

3

Immediate
family
member
3

Health & Human Services

3

3

1

0

Manufacturing

3

3

1

0

Professional Services

3

3

2

0

Technology

3

3

2

0

Other Non-Profit

4

4

2

0

Other For-Profit

2

3

1

0

1-50

3

3

2

0

51-200

3

3

2

0

201-500

3

3

1

0

Over 500

3

3

1

0

All Winners

0

Industry Type

Number of Employees (in NEO)

Percentage of winners that offer fully paid or partially paid maternity leave
Not paid

Partially paid

Fully paid

12%

77%

11%

Health & Human Services

6%

88%

6%

Manufacturing

6%

89%

6%

Professional Services

13%

67%

20%

Technology

25%

75%

0%

Other Non-Profit

10%

80%

10%

Other For-Profit

15%

69%

15%

1-50

22%

65%

13%

51-200

3%

84%

13%

201-500

24%

65%

12%

Over 500

7%

86%

7%

All Winners
Industry Type

Number of Employees (in NEO)
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Percentage of winners that do not have a no-fault attendance policy
Percent
All Winners

72%

Industry Type
Health & Human Services

18%

Manufacturing

67%

Professional Services

97%

Technology

92%

Other Non-Profit

60%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

100%

51-200

78%

201-500

77%

Over 500

39%

Number of days in which new-hires must be employed to be eligible to receive (and use)
paid time off
Immediately/
Within 30
days of hire
55%

After 60 days

After 90 days

After more
than 90 days

1%

23%

21%

Health & Human Services

63%

0%

13%

25%

Manufacturing

41%

0%

35%

24%

Professional Services

60%

3%

23%

13%

Technology

60%

0%

10%

30%

Other Non-Profit

56%

0%

33%

11%

Other For-Profit

46%

0%

23%

31%

1-50

44%

4%

22%

30%

51-200

60%

0%

30%

10%

201-500

47%

0%

27%

27%

Over 500

63%

0%

15%

22%

All Winners
Industry Type

Number of Employees (in NEO)
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner is supporting workplace flexibility for its
staff.

Background
Over time, Main Street Gourmet has needed to gradually develop flexibility initiatives in
response to various scheduling conflicts among its staff and institute greater acceptance and
encouragement of people having lives outside of the workplace. The organization determined
that it was to the mutual advantage of the company and employees to explore some options in
terms of providing more flexibility in work schedules.

Action
The success of Main Street Gourmet's flexibility initiatives involves reciprocal communication
and respect between managers and employees in terms of balancing work expectations and
family requirements. Managers have the autonomy and discretion to meet with their employees
and establish work schedules to ensure that company tasks will be completed as well as to
allow the employee to meet his/her personal obligations.
Salaried employees can arrange alternative schedules with their managers, including beginning
or ending the workday outside of standard work hours. The organization also provides
telecommuting options to several of its salaried employees. In addition, hourly employees have
a system available to them which permits requests for full days or weeks off, late arrivals and/or
early departures, shift trades, and other schedule adjustments. Every effort is made to
accommodate such requests, especially with sufficient advance notice. No pre-approved
scheduling arrangement is ever counted against the employee’s overall attendance record.

Result
True work-life balance has been reached at Main Street Gourmet. Production goals are being
met and exceeded, but people are not sacrificing their work/life balance to do so. The company
honestly appreciates each employee’s contributions to organizational success, and expresses
that appreciation by offering scheduling flexibility which has helped create an atmosphere of
mutual respect throughout the workforce. Main Street Gourmet finds that employees want to
work hard and perform well for an employer that values them as human beings.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a unique comprehensive
package of paid time off programs in response to employees' needs and interests.

Background
Over the years, it became clear to CardPak that it needed to modify its paid time off (PTO)
programs to better support employees' interests and needs, provide additional work/life balance,
and allow employees more time to give back to the community.
The organization found that employees had a personal connection to certain community service
activities and were unable to participate because they did not have enough PTO time to
participate in these types of activities. It also became evident that employees were not fully
focused on work when they were thinking about missing their child's school events and
activities. In addition, the organization had employees in need of additional PTO time because
of serious health issues over the years, and recognized a need for a formal program/policy. All
of these observations led to the development of three innovative PTO programs designed to
meet the needs and interests of its employees.

Action
CardPak developed "Community Service Leave" to encourage employees to continue or begin
participating in some type of community service activity. All full-time and part-time employees
are eligible for 16 hours of paid time off each year to participate in an approved civic or
charitable-related program, which can be taken in increments of four hours or more.
The organization also developed a "Parental Leave Policy" which provides up to 24 hours per
year of unpaid parental leave for parents to attend or participate in school-related events (or
events of a similarly associated organization) with their children. The organization even set up a
section within its company newsletter called "Our Kids Page" and employees submit their
stories about these events to put in the newsletter.
In addition, CardPak developed a formal "PTO Donation Policy" in which affected employees
can solicit donations by whatever means they desire, and employees wishing to donate PTO
time can complete a PTO donation form. Donations can be made in four hour increments with
no limit on the amount of accrued leave that can be donated. Hours are paid at the employee's
own rate of pay. Donated time may be used for the employee's own serious health condition or
the employee's immediate family member's serious health condition, and for continuous or
intermittent prolonged absences.
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Result
As a result of the "Community Service Leave," employees who have used the leave feel
energized and grateful to the organization for allowing them to take advantage of the
opportunity. Employees have shared their experiences about why this leave is important to
them, and it has encouraged other employees to participate in community service.
Additionally, the organization's "Parental Leave Policy" has improved employee morale and has
yielded happier parents which has resulted in happier employees, and likewise, its "PTO
Donation Policy" has resulted in employees stepping up and helping employees. Both policies
have led to a "family feel" within the company.
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Wellness & Benefits
Winner Best Practices
Winners care about their employees' well-being and are committed to investing in and
supporting their employees' health through a range of educational opportunities, resources,
programs, and incentives. All of these options serve to help employees develop a healthy
lifestyle and are often available during business hours.

Wellness education
Winners provide a variety of education on wellness topics. Winners offer regular seminars,
training sessions, webinars, lunch and learns, and conversation groups which cover topics like
nutrition, weight loss, stress management, fitness, prevention of health conditions or diseases,
and other topics of interest to employees. Winners also distribute wellness news, information,
and tips on an ongoing basis via paper and online formats (newsletters, websites, online tools,
etc.).

Wellness coaching
On-site health and wellness coaching with wellness specialists such as health coaches, fitness
experts or trainers, nutritionists, psychologists or mental health professionals, and other health
care providers is a common offering among winners. Employees are given the opportunity to
meet with these wellness providers on a routine basis and gain personalized assistance with
their unique health needs and goals.

On-site health centers or clinics
Some winners have an on-site health center or clinic staffed with a nurse or physician where
employees can receive routine medical care for free or at a drastically reduced cost. These
types of centers are more common at larger-sized winners.

Health risk assessments and screenings
The widespread majority of winners use health risk assessments and screenings (i.e.
cholesterol, blood pressure, body mass index, pulse checks, height/waist measurements, etc.)
to help employees identify their personal health strengths and risks. These assessments also
provide winners with aggregate information on which they can base their wellness programming
to meet the health needs of their workforce.

Health fair or day
Many winners host an annual health and wellness fair or day for employees. Throughout the
day, employees are provided with wellness education, health screenings, opportunities to meet
with wellness specialists and vendors, a healthy lunch, and prizes. Free immunizations, such as
free flu vaccines, are also commonly offered.
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Healthy food options
Healthy food options are increasingly being offered by more and more winners to encourage
employees to eat healthy. Winners offer deliveries of fresh fruit and produce and provide healthy
snacks free of charge to employees. Some winners also provide opportunities for employees to
purchase healthy food (such as organic fruit and vegetables) and have it delivered to work.
Additionally, winning organizations frequently have healthy meals, offer healthy vending
machine options, and provide incentives for employees to purchase healthy food in their
cafeteria.

Fitness programs
Winners also typically offer fitness benefits and programs. These include on-site fitness classes,
on-site fitness centers, personal training sessions, fitness center subsidies or reimbursements,
walking programs, sports and recreational games, and other activities - the most common ones
being aerobics, jazzercise, zumba, and pilates.

Wellness challenges or competitions
Wellness challenges or competitions are another common way that winners encourage healthy
habits in the workplace. Employees compete with one another to achieve specific behavioral or
results-based wellness goals related to weight loss, exercise, nutrition, or a combination of
health behaviors and results.

Stress management
More winners are providing help with stress management issues. In addition to stress
management workshops and work/life balance options alluded to previously, several winners
offer yoga classes, on-site chair massages, guided imagery and meditation, tai chi, stretching,
free counseling and employee assistance services, life coaching, and other methods of reducing
stress.

Chronic condition resources
Employees often have special health issues and concerns and winners offer customized
wellness solutions to help employees with special health issues and concerns. Some winners
provide specific support for common issues that affect their workforce. Many also provide
smoking cessation resources, such as specific programs or reimbursements.

Wellness incentives
Winners incentivize employees to participate in wellness programs and achieve measurable
results in their healthy behavior by offering reduced health insurance premiums, cash rewards,
and other prizes.
Additionally most winners make standard benefits available to all full-time equivalent
employees, and the majority of them also provide benefits to part-time employees, to further
support their welfare. Winners typically make access to benefits available immediately or within
only 30 days of hire, exceeding timeframes of other employers who typically provide longer
waiting periods to access benefits.
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In addition, winners tend to invest more in their employees' benefits. Winners typically pay a
larger percentage of health, dental, and vision insurance premiums for employees than nonwinners. On average, winners pay 79% of their employees' health insurance premiums, 53% of
their dental insurance premiums, and 43% of their vision insurance premiums.

Winner Stories & Examples
Akron Children's Hospital offers employees comprehensive wellness and preventive on-site
healthcare programs including everything from health screening to flu shots. In addition, the
organization offers a spiritual leadership program (“Heart to Heart”) which has been attended by
many employees. The hospital also offers an employee assistance program, in which
counseling sessions are available to employees and their families for up to six free visits per
year. Akron Children's Hospital recognizes the value of support programs for employees who
are struggling daily to balance work/life demands.
Apple Growth Partners offers a number of employee support programs including an employee
assistance program, online resources to assist employees with everyday issues or serious
personal and family issues, counseling, and massages on a quarterly basis. Massage therapy
provides stress relief and relaxation to the organization’s employees.
Applied Industrial Technologies has a variety of wellness and employee support programs
available to improve employees’ health and well-being. The organization supports employees by
offering them 6 months of smoking cessation prescription and products at a $0 co-pay.
Additionally, its on-site “Applied Wellness Center” offers on-site screenings including blood
pressure, cholesterol, glucose, hemoglobin a1c, body composition, and flexibility. The “Applied
Wellness Center” also offers strength, cardio, and Zumba classes. Further, employees can
access the organization’s Employee Assistance Program’s clinicians for their mental health and
well-being. Clinicians are available 24 hours a day, 7 days a week to provide support, help
resolve problems, and make referrals to the right resources
At CardPak, employees are accommodated through a “Parental Leave” program through which
they are able to take an hour or two during their scheduled work hours to attend their child’s
school functions or meetings. Employees also have the option to donate their own PTO to fellow
employees who have experienced a serious illness or other issue and have depleted their own
PTO. They may also take up to 16 hours of paid time off to participate in community service.
Certified Angus Beef places a high priority on employee health and wellness by offering free
health risk assessments, funding programs for exercise, providing a team of on-site wellness
specialists (a physician, registered nurse, wellness coach, psychologist, attorney and financial
planner), funding $100 per employee’s fitness club membership, discounting membership at a
local gym, and hosting educational programs. Also, its “Cashing in on Your Health” incentive
program provided rewards to employees for their participation in health risk assessments,
physical exercise, achieving and maintaining body mass index standards (BMI), and weight
loss. Employees were also kept informed of all the wellness initiatives with a weekly, “This
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Week in Wellness,” email that included health tips, and were able to participate in monthly lunch
n’ learns on various wellness topics. Additionally, employees could participate in monthly chair
massages as well as guided imagery sessions. Finally, as an added perk to support its
employees, the organization offers on-site dry cleaning as well as alterations pickup and
delivery.
The Cleveland Indians have created a well-rounded wellness program that covers physical,
mental, and financial wellness. The organization provides bi-weekly fruit and granola baskets to
all of its departments; maintains a state-of-the-art workout facility for its font office employees
(with its Major League Training staff available on a regular basis to assist staff members with
their workout programs); offers health screenings, flu shots, CPR and AED training, wellness
coaching, yoga classes, a brown bag lunch series, and massotherapy sessions; and hosts a
basketball tournament. Additionally, the organization offers supportive perks including flexible
schedules, access to financial advisors, financial counseling services, discounts, college
savings plans, complimentary parking, time saving services; and tickets to sporting events,
concerts, theater, and special community events.
Easy2 Technologies provides employees with yoga balls and adjustable desk trays to use at
their desks. The company understands that most employees sit all day at work and these
options allow for an increased level of health and comfort. Additionally, the organization offers
flexible work schedules and closes early on Fridays (and even earlier on Fridays during the
summer) to support employees’ work/life balance.
EBO Group offers employees individual access to an on-site health coach on a monthly basis;
one-on-one personal fitness and nutrition coaching; family and individual counseling; as well as
an on-site meeting with a life coach to discuss mental health, family, and career issues.
Embrace Pet Insurance offers yoga classes which include a short period of meditation twice a
week, in order to create a more relaxed and productive work environment. The company has
also held several weight loss competitions that include a monetary award for winners. During
the competitions, internal blogs were used to motivate and encourage participation. The
organization also encourages its employees to stay active during the work day through bubble
hockey tournaments, Wii games, neighborhood walks, and pilates.
Excelas’ wellness program, “Excel-ness,” focuses on nutrition, fitness, and stress
management. The company has partnered with a local fitness center and pays for physical
assessments. Incentives are offered for improvement in measurable aspects of wellness, such
as losing weight, lowering blood pressure, improving flexibility, or achieving a healthier bodymass index. The company also includes a wellness component at staff meetings every month,
including educational sessions on nutrition and stress management, physical workouts,
stretching, and instructional tai chi. Additionally, the organization encourages employees to take
information home and share it with their families to expand the positive reach of its wellness
program.
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FedEx Custom Critical works with its food service vendors to provide healthy food choices to its
employees. The company will also periodically bring in a personal trainer to assist employees in
learning how to use cardio and strength training machines, as well as a nutritionist to provide
samples and help employees make healthy food choices.
Foundation Software’s “Foundation Fitness” program provides a paid gym membership which
includes yoga, weight training, and aerobics classes in addition to fitness machines. The
company’s new corporate campus location contains a gym with treadmills, elliptical machines,
and spinning bikes and weights, so that employees have more time to work out during the day,
lunch breaks, and before and after work. Additionally, there are also walking and running clubs
that many employees participate in at the company. The organization also stocks its kitchen
with many healthy snacks including organic fruits and vegetables, pretzels, water, tea, and
juices.
Gardiner Trane hosts an annual health fair which provides employees with flu shots, PSA
testing, lung capacity testing, glaucoma testing, bone density screening, cholesterol testing,
chiropractor care, and a personal dietary assessment. The organization also offers yoga and
body sculpting classes, which are held during the lunch hour and after work. These classes are
taught on-site by a certified trainer and yoga instructor. The organization also has uniquely
assisted employees through many difficult life circumstances.
Hathaway Brown School’s employees have the option of using its on-site workout facility and
swimming pool before and after school at no cost. Further, free yoga and fitness classes are
available to employees on a regular basis. Healthy food options, including a fresh salad bar
stocked with local produce, are also offered to employees. Additionally, the company provides
monthly chair massages performed by a professional massage therapist as an added perk of
employment as well as an on-site child care service for its working parents.
Hyland Software has a “Hyland 20K Challenge” and the “Hy-5 (5K run).” The company awards
prizes and gift cards to employees that participate in these events. Also, the company’s on-site
fitness center includes a weight room, cardio area, and group exercise room. Daily classes
include group strength, bootcamp, relaxation yoga, power yoga, Pilates, spinning, and martial
arts. In addition, Hyland Software reimburses full-time employees up to $300 a year for gym
memberships, fitness studio classes, and personal training sessions. Finally, the organization
provides employees with a number of programs and resources to help them maintain a high
quality of life including a child enrichment center/daycare service, massage therapy, haircuts,
aesthetician, manicures, seamstress, dry cleaning, travel agency, car detailing/auto care, and
event tickets (to sports, concerts, and theater).
Jennings Center for Older Adults provides an on-site wellness center with access to a physician,
optometrist, audiologist, podiatrist, and massage therapist for its staff. Other health benefits
include a smoking cessation program, a nutrition program, a stress management program, and
discounts at fitness centers. Many activities, such as health screenings, health fairs, nutrition
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and cooking demonstrations, free flu shots, walking competitions, and counseling related to
stress management, serve to help its staff stay well.
Kingston of Vermilion employs a full time wellness coordinator who offers a variety of wellness
topics, seminars, and exercise classes. Employees can participate in some classes for free and
some at a 50% discount. Additionally, discounted memberships to other outside fitness
organizations are offered as well as paid enrollment options to Weight Watchers. Also, the
organization provides numerous employee assistance services including resources related to
elder care, divorce management, child care assistance, financial counseling, payroll advances,
discounts to local day care centers, and flexible scheduling. Finally, on certain days, the
organization hosts intergenerational programs in which employees can bring their school-age
children to work with them to help on days when the school may be closed.
Mercy’s “Live Well” incentive program provides employees with the opportunity to qualify for
discounts on their health insurance, by earning points for maintaining a healthy lifestyle. The
voluntary program was designed to help employees become more aware of their health status
and support their efforts to live a healthy life. All employees who participate in a free biometric
health screening automatically receive a $20 reduction in their monthly health insurance
premium. Employees who earn four points through their health screening (meaning they meet
the targets set for blood pressure, LDL cholesterol, body mass index and tobacco use) receive
an additional $20 discount, for a total of $40 reduction in their monthly health insurance
premium.
MRI Software built an on-site fitness center complete with locker rooms and an indoor
basketball court to promote health and wellness. MRI also built an on-site cafeteria and created
a special contract with the kitchen management vendor to offer more healthy options. The
cafeteria is complete with a full self-service salad bar and a myriad of other healthy options.
Employees that order a healthy option at the cafeteria have a portion of the cost paid by MRI.
To promote even more healthy eating options, MRI participates in a local, organic, and
community supported agriculture program. In addition, one day every week for 20 weeks, the
organization has a box of freshly picked, organic produce delivered to its office.
Employees at Noble-Davis Consulting are provided with a healthy snack program in which fruit,
vegetables, yogurt, and other healthy snacks are provided to employees each day. The
company also started a 5K training club that meets weekly to train for a 5K run and has had a
weight loss club for several years. Additionally, the owner sends the staff an article regarding
wellness every month to help inspire them.
Stout Risius Ross has a sabbatical policy as a reward for longevity at the firm. The sabbatical
policy grants four consecutive paid weeks of vacation, which allow employees to re-engage with
family and friends and refresh to improve their quality of work.
Lake Health provides support to its employees through its “Caring for the Caregivers” program.
This program focuses on the overall personal health and well-being of the organization’s nurses.
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Wellness ambassadors promote quick relaxation and stress reduction techniques to aid nurses
and to also improve the care of patients. In addition, the organization has an organic/local
produce delivery program which provides fruits and vegetables to its team members. Finally, the
organization has a “B Fit for Life Corporate Challenge” which challenges employees to try new
fitness experiences and explore the trails and recreational facilities in Lake County. Teams are
awarded prizes and a trophy.
The Wellness Committee at Wayne Homes was formed to educate employees on the
importance of their overall health. The Wellness Committee has rolled out initiatives such as the
“Wayne Homers Softball Team” and the “Health Fair and Biometric Screening Event,” which
provides employees with free massages, a healthy lunch, smoking cessation program
information, biometric screenings, and the opportunity to speak with many different healthrelated vendors. The organization also hosted a “Try New Foods” luncheon which allowed
employees to try different healthy foods, and encourages employees to participate in group
Zumba classes and fitness videos.
During its busy season, Apple Growth Partners provides its employees with perks such as
evening meals, healthy snacks, chair massages, car wash vouchers, gift card drawings,
specialty coffee from local baristas, ice cream, and smoothies.
Constant Aviation takes a personal interest in its employees' lives. Everyone on the
management team is expected to know what is going on with each of their team members.
Whenever the organization hears of a milestone in an employee's life, it sends a gift to that
team member. The organization also creates custom gift baskets for new homes, births, and
marriages.
In 2012, Excelas challenged employees to "Walk Out of Work (WOOW)." Employees were
given pedometers and were encouraged to walk 10,000 steps a day, with the potential of
earning up to 24 hours of paid time off and a donation to a charity of their choice. When the
program concluded on March 15, Excelas employees tracked a total of 18,200,725 steps (9,100
miles) and earned donations for 32 charities.
Park Place Technologies has instituted a holiday "early release" program. Before an official
holiday, the organization closes at 3 p.m. Employees can leave early and enjoy some extra time
off in addition to the paid holidays the organization offers.
Centric Consulting offers unlimited paid time off. The organization believes that unlimited paid
time off empowers employees to determine their work/life balance, encourages them to be
healthier, and improves their state of mind. Employees cite unlimited paid time off as one of
their favorite benefits.
Life-coaching is a benefit that a few winners are starting to provide. Clark-Reliance added life
coaching as a benefit in 2012. Employees can set up appointments with a professional certified
life coach to develop personally and professionally and obtain the results they desire in their

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 228 of 298

lives and careers. The coaching process helps employees clarify and gain a better
understanding of their goals and how to enhance the quality of their life. Additionally, EBO
Group offers every employee monthly in-house sessions with a life coach, who provides
confidential guidance for career.
Employees at Embrace Pet Insurance engage in bubble hockey tournaments, Wii games,
cornhole tournaments, neighborhood walks, pilates, and more to stay active. The organization
also allows employees to bring their pets to work to reduce their stress. All this provides
opportunities for employees to get away from their desk and remain active throughout the day.
Jennings Center for Older Adults offers valuable services to its employees pertaining to
transportation, money management/credit resolution, finding child care, career coaching and
assessment, and support or resources to help with other barriers to successful employment
through its REACH Advisors.
At SD Myers, any time an employee undergoes a major life event - such as a new baby,
marriage, medical procedure, or death in the family - the company sends an arrangement of
flowers or food, and a group of employees comes together to support the employee. Oftentimes,
employees take turns bringing food to the employee and his/her loved ones.
Clark Reliance has a "Health Advocate" benefit, designed to help handle healthcare and
insurance related issues by eliminating barriers that create confusion and problems for its
employees. The program helps employees find the right doctors and hospitals, obtain services
for their elderly parents and in-laws, schedule appointments, deal with treatment for a serious
illness or injury, obtain cost estimates for procedures, and handle insurance claim and billing
issues.
In 2012, Earnest revised its bereavement leave policy. The organization's policy now covers all
family members and non-family members and allows employees to take whatever time they
need, under the belief that the impact of death can affect employees deeply - no matter who the
person is.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 229 of 298

Winner Benchmarks
Percentage of winners that offer health risk assessments
Percent
All Winners

86%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

67%

Technology

92%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

61%

51-200

88%

201-500

94%

Over 500

100%

Percentage of winners that offer a health fair
Percent
All Winners

62%

Industry Type
Health & Human Services

88%

Manufacturing

61%

Professional Services

33%

Technology

50%

Other Non-Profit

100%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

26%

51-200

63%

201-500

65%

Over 500

89%
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Percentage of winners that offer health screenings/physicals
Percent
All Winners

83%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

63%

Technology

92%

Other Non-Profit

100%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

52%

51-200

81%

201-500

100%

Over 500

100%

Percentage of winners that offer employees access to wellness experts such as trainers,
nutritionists, wellness specialists, etc.
Percent
All Winners

88%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

67%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

70%

51-200

91%

201-500

94%

Over 500

96%
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Percentage of winners that offer on-site fitness centers or subsidies/reimbursements for
fitness center
Percent
All Winners

71%

Industry Type
Health & Human Services

88%

Manufacturing

72%

Professional Services

50%

Technology

75%

Other Non-Profit

90%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

35%

51-200

78%

201-500

82%

Over 500

86%

Percentage of winners that offer on-site fitness classes, activities, and programs
Percent
All Winners

64%

Industry Type
Health & Human Services

100%

Manufacturing

61%

Professional Services

40%

Technology

50%

Other Non-Profit

80%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

22%

51-200

69%

201-500

77%

Over 500

86%
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Percentage of winners that offer wellness challenges or competitions
Percent
All Winners

86%

Industry Type
Health & Human Services

94%

Manufacturing

83%

Professional Services

77%

Technology

83%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

65%

51-200

97%

201-500

77%

Over 500

96%

Percentage of winners that offer wellness education - seminars and/or literature
Percent
All Winners

94%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

83%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

78%

51-200

97%

201-500

100%

Over 500

100%
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Percentage of winners that offer resources for chronic disease or condition management
Percent
All Winners

86%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

63%

Technology

92%

Other Non-Profit

90%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

57%

51-200

91%

201-500

94%

Over 500

100%

Percentage of winners that offer wellness incentives
Percent
All Winners

83%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

63%

Technology

75%

Other Non-Profit

90%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

61%

51-200

81%

201-500

88%

Over 500

100%
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Percentage of winners that allow part-time employees to be eligible for health insurance
Average %
All Winners

78%

Industry Type
Health & Human Services

94%

Manufacturing

83%

Professional Services

80%

Technology

75%

Other Non-Profit

60%

Other For-Profit

62%

Number of Employees (in NEO)
1-50

78%

51-200

75%

201-500

65%

Over 500

89%

Number of days in which new-hires must be employed to be eligible to receive health
insurance
Immediately/
within 30 days
81%

After 60 days

After 90 days

6%

11%

After more
than 90 days
1%

Health & Human Services

94%

0%

6%

0%

Manufacturing

59%

29%

12%

0%

Professional Services

90%

0%

10%

0%

Technology

83%

0%

8%

8%

Other Non-Profit

80%

0%

20%

0%

Other For-Profit

77%

8%

15%

0%

1-50

83%

4%

13%

0%

51-200

81%

7%

10%

3%

201-500

81%

6%

13%

0%

Over 500

82%

7%

11%

0%

All Winners
Industry Type

Number of Employees (in NEO)
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Average percentage of insurance premiums paid by winners
Health
insurance
79%

Dental
insurance
53%

Vision
insurance
43%

Health & Human Services

78%

41%

26%

Manufacturing

78%

66%

58%

Professional Services

79%

38%

32%

Technology

78%

43%

46%

Other Non-Profit

86%

78%

61%

Other For-Profit

81%

74%

57%

1-50

81%

43%

41%

51-200

79%

61%

43%

201-500

78%

40%

48%

Over 500

80%

57%

42%

All Winners
Industry Type

Number of Employees (in NEO)

Percentage of winners offering other insurance benefits
Disability Insurance

Life/AD&D Insurance

83%

83%

Health & Human Services

94%

94%

Manufacturing

94%

89%

Professional Services

73%

73%

Technology

67%

75%

Other Non-Profit

100%

100%

Other For-Profit

77%

77%

1-50

61%

61%

51-200

88%

88%

201-500

94%

94%

Over 500

89%

89%

All Winners
Industry Type

Number of Employees (in NEO)
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Percentage of winners providing a match or contribution to employees' retirement plan
Percent
All Winners

97%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

92%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

91%

51-200

100%

201-500

100%

Over 500

96%

Number of days in which new-hires must be employed to be eligible to participate in
winners' retirement plan
Immediately/
within 30 days
55%

After 60
days
2%

After 90
days
17%

After 6
months
9%

After 1 year
or more
17%

Health & Human Services

75%

0%

0%

0%

25%

Manufacturing

40%

7%

27%

7%

20%

Professional Services

44%

4%

22%

13%

17%

Technology

55%

0%

18%

27%

0%

Other Non-Profit

70%

0%

10%

0%

20%

Other For-Profit

54%

0%

23%

8%

15%

1-50

30%

0%

30%

30%

10%

51-200

59%

3%

14%

3%

21%

201-500

46%

8%

15%

8%

23%

Over 500

73%

0%

12%

0%

15%

All Winners
Industry Type

Number of Employees (in NEO)
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed an innovative and holistic
wellness initiative that helps employees develop healthier lifestyles.

Background
Certified Angus Beef considers employees to be its greatest resource. Its executives are
committed to providing employees with the optimal opportunity to excel in all areas of their
health, wellness, and work/life balance.
Certified Angus Beef realized that the greatest barrier to achieving and maintaining a healthy
lifestyle is time. Employees who work eight hours a day or more on the job are often not able to
find time to take care of themselves, go to the gym, cook a healthy meal, relax, and unwind.
Other barriers hindering its staff from achieving and maintaining a healthy lifestyle are money,
accessibility, motivation, accountability, fear, direction, and procrastination.

Action
To tackle these barriers, the organization developed a health and wellness program to initiate
and expand healthier lifestyles, decrease the risk of disease; and enhance employees' quality of
life physically, socially, emotionally, financially, and intellectually. Most notably, the program
features bringing specialists onsite.
Over the course of several years, Certified Angus Beef has amassed a team of wellness
specialists to provide free, convenient, and confidential onsite coaching and consultation
covering five health and wellness areas. It's wellness team consists of a wellness coach/fitness
specialist, registered nurse, physician, psychologist, certified financial planner, and attorney.
Each of these specialists come onsite once a month (except for the financial planner who
comes quarterly) and are available for 30 minute appointments, on company time.






Wellness coaching: Employees can receive assistance in becoming more active, losing
weight, and learning how to make better food choices. The wellness coach also teaches a
lunchtime fitness class twice a month at a local gym that employees can access at no cost.
Onsite physician and nurse: Employees may ask medical questions, receive direction on
medical issues, and have their health/blood pressure monitored by accessing the
organization's onsite physician and nurse.
Clinical psychologist: Employees can receive help in navigating life's issues and stresses
that create barriers to maintaining a healthy lifestyle from a psychologist. The psychologist
also facilitates guided imagery lessons for the staff on a quarterly basis.
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Financial counseling: Employees are able to receive one-on-one financial counseling with
an onsite Certified Financial Planner.
Legal assistance: The organization's onsite attorney provides basic legal documents onsite
to employees. Staff can also receive legal consultation on issues such as domestic
relations, guardianship, and real estate contracts and trusts.

These professionals assist staff in setting achievable lifestyle goals and coaching them through
the process of increasing physical activity, eating nutritionally, controlling weight, managing
disease and other medical issues, and enhancing the quality of life through stress and financial
management. They are also convenient resources to field a variety of life’s questions.

Result

Not only has the organization received a great deal of positive feedback from its employees on
how these specialists have positively impacted their lives, it has had an over 50% increase in
activity level with the assistance and guidance of its wellness coach/fitness specialist. Having an
onsite physician/nurse available has also helped detect health risks and diseases at early
stages so that intervention can begin. Further, the organization has several success stories from
employees who have improved their financial outlook via one-on-one financial planning
counseling.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has implemented a new unique benefit to
help employees navigate their health insurance.

Background
In recent years, a few Clark-Reliance employees faced serious medical issues and had difficulty
navigating their health care benefits. The organization decided to look for a benefit that would
relieve some of these difficulties and concerns for employees, and help ensure that they are
provided with the best possible healthcare and outcomes.

Action
Clark-Reliance implemented HealthAdvocate. HealthAdvocate is a benefit for employees and
their extended families, including their parents and parents-in-law, that provides services
separate from the traditional insurance benefits designed to help handle healthcare and
insurance-related matters by reducing the red tape and barriers that so often create frustration
and problems. The benefit assists employees with the following:








Finding the right doctors and hospital
Obtaining services for their elderly parents and parents-in-law
Scheduling appointments, especially with hard-to-reach specialists
Receiving help when faced with serious illness or injury
Securing second opinions
Obtaining cost estimates for procedures
Gaining assistance with insurance claims and billing issues

Result
Clark-Reliance has received exceptional employee feedback about this benefit. One employee
who faced an uncommon medical issue was able to receive help untangling a provider and
facility search for available health care options. Another employee received valuable assistance
in sorting through and solving their health care claims, and was able to recover several
thousand dollars of overpayment.
These are just a few examples of how this unique benefit has supported employees with
confusing and time-consuming health care issues. While the initial focus was to help employees
facing serious medical issues, this benefit has far surpassed that goal and has become a
resource that is beneficial for all employees at Clark-Reliance.
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98
55
86
64
88

%

offer at least
one flexible
schedule

%

offer on-site convenience services
for employees such as drycleaning, laundry, banking, etc.

%

offer resources to help
employees manage chronic
conditions or diseases

%

offer on-site fitness
classes, activities, or
programs

95% of winners offer flex time (choice of hours worked)
95% of winners offer telecommuting/work-at-home
options

%

offer employees access
to wellness experts
such as trainers,
nutritionists, and
wellness specialists

WORK/LIFE
W I N N E R

I M P A C T

Leadership, Empowerment &
Involvement
It starts with one to make a difference and an impact in the workplace: one manager supporting
and engaging an employee, one supervisor treating employees fairly and respectfully, one
leader recognizing and developing a top performer, one employee who is empowered to
implement an idea to change the business, or one team/committee of employees who changes
a business process.
Winners strive to manage and lead top performers well, and empower and involve them in the
organization. Winners have developed a number of unique ways to do this. The following
section summarizes winners' best practices, shares winner benchmarks, and contains unique
stories and examples of how some winners are leading by example when managing, leading,
empowering, and involving employees.

Management
Winner Best Practices
At NorthCoast 99 winners, managers and supervisors play a critical role in attracting, retaining,
and engaging top performers. They often work with top performers very closely and are critical
in shaping the experience that they have in their jobs and at the company, which ultimately
affect their satisfaction and engagement. For these reasons, winners expect their managers to
exude certain behaviors, including the following.

Lead by example
Winners expect managers and supervisors to lead by example. They are to model the
organization’s mission and values, embody the desired culture, and create an environment
where employees can thrive. They need to maintain a positive attitude and demeanor, and
demonstrate all of the behaviors that the organization wants employees to exhibit, particularly
moving the organization forward.

Treat employees respectfully, fairly, and empathetically
Winners expect supervisors and managers to create a positive work atmosphere within their
work group. Supervisors and managers are to make decisions in a fair manner, treat employees
consistently, communicate honestly, and act respectfully towards employees. Many winners
also expect supervisors and managers to act empathetically and compassionately when
responding to employees’ needs and concerns.
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Meet, communicate, and interact regularly
Winners expect supervisors and managers to take an interest in their employees, which means
regularly meeting with them, communicating, and interacting with them face-to-face as well as
building positive and constructive relationships with them. Winners expect that supervisors and
managers will share important information, be accessible to employees for questions or issues
they have, and work with employees collaboratively.

Provide feedback and manage performance
At winners, managers and supervisors are responsible for providing ongoing performance
feedback to employees and letting employees know where stand, how they are progressing,
what they are doing well, and where they could improve. They also are expected to
communicate expectations, evaluate performance, discuss performance issues, and help
employees reach their performance objectives.

Coach, mentor, and train
Micro-management and command and control styles of management are discouraged at
winners. Conversely, many winners expect managers and supervisors to take a coaching
approach with their employees, by teaching and guiding them towards success, growth, and
advancement within the organization; helping them through challenges; providing the training
and development whereby they can be successful; listening to their ideas; and giving them
opportunities to ask questions.

Empower employees
Winners want supervisors and manager to make their employees feel empowered. Supervisors
and managers are encouraged to provide autonomy and freedom, listen to and use employees’
ideas and suggestions, allow employees to make decisions, encourage them to take risks and
try new things, and focus on employees’ results – not how they achieve them.

Support and encourage employees
Winners expect that supervisors and managers will encourage employees, assist employees
with problems and conflicts, provide flexibility, help them manage their work, and build trust and
confidence. They are also expected to provide the tools, information, and resources for
employees to perform their jobs successfully.

Engage and challenge employees
Many winners expect managers and supervisors to help them be as successful as possible by
putting them in jobs that best use their talents, delegating assignments that make the best use
of their talents and that challenge and grow their capabilities, and finding alternative ways to
take advantage of employees’ skills and talents.

Encourage collaboration and teamwork
Supervisors and managers are expected to create a climate within their work group that
encourages collaboration, cooperation, and teamwork. Supervisors are expected to promote
and foster an atmosphere that accepts diverse perspectives and styles.
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Share responsibility for talent attraction and retention
Managers and supervisors share in the responsibility for attracting and retaining talent. They are
expected to recognize and reward employees, advocate for their development; and recommend
additional compensation, promotions, development opportunities, and other valued perks that
help retain talent. Many are also expected to help find talent by participating in the recruiting,
hiring, and selection process.

Serve the needs of their employees
Servant leadership, specifically, is a common management philosophy among the NorthCoast
99 winners. Winners aren’t focused on positional leaders, but rather, believe that all team
members have the ability to be leaders in various situations. Leaders are expected to be
focused on serving needs of the people they lead and making sure they know how important
they are to the organization.
With the understanding that they must give supervisors and managers the knowledge and skills
to carry out these behaviors, winners develop all of their managers and supervisors on critical
principles of management and leadership to support their expectations. They frequently train
managers and supervisors on a variety of managerial and leadership topics, provide tools to
help them manage effectively (i.e. guides, checklists, templates, scripts, talking points, job aids,
etc.), and support them with continuing education and assistance in their management roles.
Many winners evaluate supervisors and managers on how well they attract, retain, and engage
top performers through annual performance reviews, 360 feedback, engagement surveys, and
during the exit interview process. Many winners also observe employees’ engagement and
satisfaction, turnover, performance, work quality, career growth, and involvement to evaluate
managers. This information tends to suggest how a manager is performing. When issues are
observed, winners will have discussions with managers to coach them on areas where they
might improve, suggest development, and sometimes create improvement plans for them.
Additionally, managers’ pay raises, bonuses, rewards, and promotions are often tied to how well
they attract, retain, and engage top performers.
All in all, winners work with managers and supervisors to set expectations for their behavior,
equip them with the tools and knowledge to carry out those expectations, measure their ability
to keep and engage top performers, hold them accountable, and help them change their
behavior when challenges arise. These tactics all support winners in creating a great place to
work.

Winner Stories & Examples
AMRESCO managers manage their associates by following the core values of honest and
ethical behavior, personal accountability and responsibility, “treat others as you want to be
treated,” customer focus, and building a profitable company. In 2012, succession plans were
created with department managers and the HR team in order for the manager to focus attention
on retention of top performers.
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At BCG & Company, managers are expected to be hands-on and interactive with employees.
Managers set expectations at the beginning of major assignments and provide informal
feedback on performance. They also work with and provide guidance to top performers, meet
with them on a regular basis; and provide them with guidance on their career path, areas of
expertise, business development, and leadership.
CASNET’s managers proactively train and mentor team members when they take on new
challenges and gradually reduce their involvement as team members demonstrate success. The
organization does not believe that a “sink or swim” type of environment is an effective way to
grow the team. Managers also are to “catch” people demonstrating the organization’s values,
recognize them, and provide feedback if there is room for improvement. Additionally, managers
work to understand the cause of issues and address it quickly. Managers not only share
information that a lot of other companies do not share, but also provide ample opportunities for
employees to share their concerns and suggestions.
Centric Consulting expects its managers to be good listeners, good coaches; and show
compassion, understanding, and empathy. The organization does not hire people that need to
be supervised, rather they hire people that want to be mentored and given support, guidance,
and independence. Managers are expected to hire the best talent and nurture them throughout
their career, and they are reviewed annually based on this.
Certified Angus Beef’s management philosophy is best described as servant leadership. The
organization expects its leaders to identify and meet the needs of their employees by constantly
asking “what are the needs of the people we lead” and working to address those needs.
The Cleveland Clinic has developed "huddle cards." These cards provide questions and tips for
managers that focus their teams on the "5Cs:" Clarity (Do caregivers know what initiatives
mean to them?), Complexity (Do caregivers find it hard to understand and balance priorities?),
Centralization (Do caregivers have a sense of ownership and control?), Communication (Can
caregivers process all the information provided to them?), and Collaboration (Can caregivers
get what they need from others?), Included on the cards are examples of questions that can be
focused on in team meetings and serve to promote employee engagement and to prompt
caregivers to dig deeper in discussing practices and goals.
At Cleveland State, managers are expected to manage in a collaborative, coaching approach
versus a command and control approach. Additionally, the organization expects that managers
provide positive feedback to those meeting and exceeding expectations, give different
assignments to increase employees’ knowledge and skills, consistently develop employees,
help employees get their performance back on track, encourage taking initiative and risk taking,
listen to employees’ ideas, encourage the offering of suggestions, and delegate responsibilities
to their team. Managers are supported with coaching, improvement plans, one-on-one training,
and counseling to develop their management skills.
At InfoCision, managers are given the freedom to “create happiness.” They can decide what
activities make their employees happy and are given the resources to implement their ideas.
Activities include quarterly breakfasts, taking coworkers out to lunch for their birthday, team-
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building activities, fun days several times a month, "Big Breakfast Day" in which managers cook
up hundreds of pancakes for the staff, and "Tailgate Days" to support local sports teams.
At Lake Health, leaders are sent to quarterly leadership development classes in which they are
taught a variety of management tools and techniques to use in coaching, developing, and
leading their staff. These include techniques for successful and targeted rounding with team
members, which is to be done weekly and recorded in logs that are shared with their leaders for
accountability and follow through. During rounding, managers learn to ask questions such as
what is going well, what barriers need to be removed, and what tools or training employees
need. Managers are also required to have “High Middle Low” performer conversations to
collaborate on their growth and development, help those that are not performing at the high
level, and assure continued engagement from high level employees. Additionally, daily huddles
take place so organization-wide information and team specific news can be communicated
every day and from shift to shift. All managers’ annual increases are dependent on the
accomplishment of specific and measurable goals including retention of top performers, first
year turnover of top performers, and team member engagement scores.
Majestic Steel describes its management approach as “structure with flexibility.” Since no two
employees are alike, leaders have the autonomy to manage both the individual and the
operation while meeting their distinct needs. Through this process, managers are also expected
to uphold, practice, and teach their employees the values of “TICKET” (trust, integrity,
continuous improvement, knowledge, enthusiasm, and togetherness). Also, managers are
involved in the recruiting process by working with HR to assess skills needed for the position
and take an active role in the interviewing process. Managers are also responsible for keeping
their staff engaged through assessing the needs of individuals, maintaining open lines of
communication, and promoting learning and growth opportunities. Managers at Majestic Steel
are held accountable for their role through their review which is centered on managerial and
leadership competencies such as exemplifying and promoting “TICKET” values, retention rates,
exit interviews, and development of people.
MCPc manages by values of integrity, flexibility, empathy, and teamwork. It is the organization’s
expectation that supervisors will train, develop, empower, engage, treat fairly and respectfully,
and communicate and interact positively with their employees. Managers are held to these
expectations through their performance review. The CEO will also intervene immediately if a
manager is treating an employee unfavorably. MCPc works with managers to realign their
behavior when necessary and has also hired a professional career coach to help managers
learn and develop their skills.
At NACS, managers and supervisors are evaluated on how well they set and achieve
challenging goals and act on opportunities; how well they define their employees'
responsibilities, provide regular performance feedback, develop employees’ skills, encourage
growth, and provide recognition; how well they inspire others’ trust and respect; how well they
express their ideas, listen, and keep others informed; as well as other leadership behaviors.
The values of integrity, people, excellence, shared leadership, innovation, collaboration, and
community citizenship govern the way managers manage at OEConnection. To help facilitate
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open communication, no manager in the building has a walled office. This helps create a very
open environment where managers and associates work together to achieve goals. Part of
OEConnection’s strategic plan includes associate retention and associate satisfaction. To assist
with this, supervisors and managers participate in a management training session, “Managing at
OEC,” which emphasizes that their role to is "drive results through others" and trains them on
coaching techniques. Managers and supervisors are also evaluated on their ability to attract,
retain, develop, and engage top performers during the annual performance review process.
Once employees have joined Plante Moran, managers "re-recruit" them. They continue to let
them know how much they appreciate them and their work. This helps staff constantly feel
important, valued, and part of the team. Plante Moran also holds workshops to educate
managers about re-recruiting initiatives for all partners. The organization holds managers
accountable for behaviors such as assisting others in their development by providing
appropriate growth opportunities and by transferring knowledge and expertise; preparing,
conducting, and completing thoughtful career planning sessions for team; delegating with
consideration for employees’ developmental needs; being able to effectively assess their
employee’s strengths to challenge them; and serving as a positive role model in all interactions.
At SD Myers, managers are expected to make sure employees feel comfortable expressing
their opinions, concerns, and career goals; give ongoing and honest feedback to employees
about their performance; provide the necessary education, training, and tools to help employees
reach their maximum potential; and align their skills and talent to the correct position. Managers
are also held accountable for identifying the causes of their turnover and correcting the issue.
Southwest General Health Center uses the Gallup employee engagement survey to manage,
retain, and engage associates. These results are used to guide managers’ interactions within
their work groups. Leaders’ performance is evaluated based on employee engagement scores
which are tied to their merit increases. As a result of the engagement survey, Southwest
General Health Center implemented the “Best of Southwest” program which gives all managers
and employees a chance to recognize anyone within the organization. This initiative was a
direct result of the scores and feedback from the area of recognition. In addition, new managers
are trained through the “Essentials of Management” training series and learn how to better
communicate, handle conflicts, interview, and provide coaching and feedback to their staff.
As part of engaging the staff at TSG Resources, top management and the CEO participate in
regular meetings with employees and discuss issues on a one-to-one basis with staff. Managers
are held accountable through their performance evaluation for how well they attract and retain
top talent. Also, in 2012, the organization trained all top performers and leadership on the
essentials of employee engagement and good leadership techniques. Every top performer
spent several days in training on these topics.
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Winner Benchmarks
Percentage of winners that hold supervisors and managers accountable for attracting,
retaining, and engaging top performers
Average %
All Winners

66%

Industry Type
Health & Human Services

88%

Manufacturing

61%

Professional Services

53%

Technology

75%

Other Non-Profit

70%

Other For-Profit

62%

Number of Employees (in NEO)
1-50

48%

51-200

63%

201-500

82%

Over 500

75%

Leadership
Winner Best Practices
At winners’ workplaces there is a sense that leaders really care for employees, and especially
top performers. Leaders lead by example in attracting, retaining, and engaging top performers
by setting the tone for the workplace and its culture. Their involvement with top performers, dayto-day interaction, desire to develop them, thoughtful and frequent recognition of their
contributions, and willingness to champion and support initiatives to retain and engage them all
show that leaders value top performers.
Below are numerous examples of how winners’ leaders show they care about and value top
performers.






Set the strategy for attracting, retaining, and engaging top performers
Champion workplace programs and initiatives designed for top performers
Participate in defining top performance and identifying top performers
Help recruit, interview, and select top performers
Participate in the on-boarding process with new-hires (meet with them, present content,
instruct orientation, have lunch with new-hires, etc.)
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Coach and mentor top performers
Conduct talent reviews
Prepare top performers' succession plans
Plan ways to develop top performers
Recommend top performers for new responsibilities, projects, committees, and
opportunities; call on top performers to lead initiatives
Serve as sponsors for top performers’ projects by engaging in their success, clearing
roadblocks, and promoting their work
Work with top performers on projects and assignments
Ask top performers to make board presentations about their work
Participate in the performance management process
Finds ways to provide top performers with competitive raises and bonuses
Financially support competitive compensation and benefits packages
Provide special perks for top performers
Instruct leadership development training and other internal educational or training
opportunities
Directly recognize and distribute rewards and recognition to top performers
Provide gifts, praise, notes/cards, and acknowledgments
Seek to understand what top performers want and need to be successful
Routinely meet with top performers one-on-one or in small groups to gather feedback and
share information
Invite top performers to attend charity, networking, conferences, and other events with them
Hold special summits and meetings with only top performers
Host luncheons, breakfasts, and other small events to engage top performers; engage top
performers individually for an impromptu breakfast or lunch meeting
Conduct and participate in employee engagement initiatives
Help develop top performer retention programs
Communicate the “big picture” to top performers as well as the organizational strategy,
direction, and performance
Support top performers in personal situations (i.e. attend funerals of their loved ones, are
empathetic to their needs, allow them more flexibility, etc.)

Leaders understand that top performers are crucial to their business success and so they go to
great lengths in terms of offering their time, support, and involvement to support, engage, and
develop them. Top performers get the best of everything at NorthCoast 99 winners because
leaders have bought into the strategy of attracting, retaining, and engaging top performers as a
business imperative.
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Winner Stories & Examples
Benesch leaders recognize employees, are encouraged to take employees out to lunch, seek
out and provide professional development opportunities to their staff, offer discretionary
bonuses and raises, and are involved in the employee engagement survey process. Top
leaders also have one-on-one meetings with their top performers and recommend them for new
assignments, such as to serve on firm committees or take the lead on a project.
CASNET's president meets with top performers each week to review their objectives and tasks.
He provides support, coaching, and guidance to help each of these employees strengthen their
weaknesses and enhance their strengths. Additionally, he speaks with all employees on a
regular basis and believes that all employees are valued. He makes a point to meet every
person on their first day and delivers a presentation as part of their new-hire training. The
management team at CASNET is expected to provide the same quality level of support and
mentoring to each of their employees.
At Centric Consulting, top performers are able to lead important company initiatives including
business development, recruiting, diversity, and client satisfaction. These initiatives are
opportunities for top performers to work closely with top management and develop their skills.
Additionally, leaders are required to meet with every employee twice a year. During this time,
leaders and employees collaborate to develop an action plan. These meetings are also an
opportunity for employees to share concerns and raise questions. Leaders and top performers
routinely meet informally as well, allowing plenty of opportunity for idea sharing and mentoring.
The Chairman, President and CEO and Executive Leadership Team engage in a myriad of
activities throughout the year to demonstrate their care and interest in employees at Cliffs
Natural Resources, especially related to their development. Executives believe that employees
are the organization’s most important asset, and that they need and will take time to develop
their potential. Quarterly, leaders review the status and progress of top performers and their
formal development plans. Additionally, leaders evaluate the advancement opportunities for
potential high performing employees in the upcoming year. The company’s “Leadership and
Develop” team have also created several educational opportunities which directly involve the
Executive Leadership Team in strengthening employees’ skills, including a mentoring program.
At the Cleveland Metroparks, top performers are asked to make board presentations by senior
leaders which highlight their work achievements. Senior leaders also highlight top performers
and their accomplishments in company publications, provide ongoing awards to recognize top
performers, and suggest compensation increases for them. The CEO frequently visits top
performing employees to express his appreciation.
Cohen & Company management makes a concerted effort to seek out top performers for
impromptu lunch or breakfast meetings to better engage them in the business. The company’s
CEO meets with top performers specifically to solicit their critical feedback and to motivate and
encourage their participation in the business. In 2012, Cohen & Company also launched an
event titled "Inside the Cohen Studio." The event is talk-show style and features a partner as a
guest who is interviewed about aspects of his or her professional and personal life. The format
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is fun and informative, provides beverages and snacks, and makes employees feel more
connected to the partner.
The CEO and senior leaders at EMH do a number of unique things to show they care about top
performers. The CEO visits employee training programs and communicates employees’ value to
the organization. He also provides his cell phone to all employees so that if they have a concern
that hasn’t been resolved, they can reach out to him directly. Additionally, the CEO recognizes
staff in many meaningful, formal, and informal ways. Leaders also take a personal interest in
employees. It’s common to see senior leaders attending calling hours when an employee loses
a loved one and acknowledging employees’ birthdays and significant personal events.
Leaders at Gardiner Trane show they care by supporting employees professionally and
personally. Leaders work with employees to assist them in developing resolutions to problems
or by providing them additional support when their workloads become overwhelming. To
recognize employees and show them how much they are valued, Gardiner’s President writes a
personal thank you letter to each associate and includes a $50 gift card. Leaders hand-deliver a
bonus to each employee at the end of the year to thank them for their hard work. The
organization also has monthly meetings in which leaders discuss talent-related topics and
challenges that they face.
Leaders at Howard, Wershbale & Co. show how proud they are of their top performers and how
much they value them by making efforts to introduce them to clients, inviting them to attend
charity events, taking them out to lunch and to sporting events or plays, inviting them to attend
seminars and conferences with them, and offering them leadership and business development
training.
The greatest gift that leaders at Majestic Steel give top performers to make them feel
appreciated and valued is their time. Even though leaders’ time is limited and highly sought
after, they make a point of being accessible and approachable. They talk to employees, accept
and initiate one-on-one meetings, and ask top performers what they or the business can do for
them, both personally and professionally. Leaders take an interest in mentoring employees and
giving them advice on their careers. For example, on executive recognized a high potential
employee and began meeting with that individual regularly to mentor, develop, and share
knowledge about the business, and recommended development opportunities. Additionally,
leaders acknowledge top performers’ work and accomplishments through promotional
opportunities, compensation increases, bonuses, new projects or responsibilities, participation
on a committee or project team, public praise, recognition at a meeting, a thank you note,
among others.
MRI Software has “The Circle of Excellence” program, designed specifically to recognize top
performers. A group of top performing employees are invited, along with a guest, to attend a
company paid trip to Riviera Maya. The trip lasts for 4 days and 3 nights and includes food,
events, excursions, welcome gifts, a welcome reception, and relaxation. Nominations for the
program are reviewed by the senior leadership team and attendees are selected based on
performance and contribution to the organization. This trip allows MRI to recognize and truly
reward the top performers for their hard work and dedication. It also provides recognized
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employees with the opportunity to spend some time with and get to know the senior leadership
of the business.
Park Place Technologies’ CEO and senior leadership team meet with employees individually
and in small groups. They take the time to get to know employees personally, especially top
performers. The CEO seeks to engage top performers in ad hoc or lunch meetings and goes out
of his way to find new and challenging career opportunities for them within the company – even
when no obvious or clear opportunity or move for them. The CEO and senior leaders also
ensure that extra merit increase funds are allocated to reward top performers specifically.
Paycor's COO writes weekly handwritten notes to top performers. In these letters, he highlights
individual accomplishments and encourages them to continue to develop. In addition, he often
treats these top performers to lunch or happy hour.
At Plante Moran, leaders are instructed to think about their most valued employees, how they
would feel if they left, and what would do to retain them; then they are encouraged to do those
things. Leaders in the organization go to great lengths to develop their top performing staff in
order to show them that they care…top performers receive the most challenging and rewarding
assignments and leaders let them know they are valued, thank them for their contributions, and
work with them one-on-one to get to the next level in their career.
At Pomerene Hospital, leaders acknowledge top performers by providing words of
congratulations, notes of thanks, and gifts when they go above and beyond their job duties or
when customers praise them. Top performers are also placed on special teams, receive
additional assignments by leaders, and are sent to training or seminars to foster engagement,
show them they are valued by the organization, and reinvest in their performance.
At Shearer's Foods, top performers have the ability to participate in meaningful projects and
assignments while working with senior leaders in the organization. Leaders also are committed
to helping top performers take charge of their development, maximize their potential and
contributions, and support programs that help them develop leadership skills. Leaders strive to
create an exciting and challenging workplace that does not stifle top performers.
Shurtech leaders are always on the lookout for top performers at trade shows, customer
meetings, and community events, and are always branding the company as a great place to
work. They take a vested interest in attracting great talent to the organization. In addition,
leaders invest a great deal of time and dedication in the organization’s orientation program and
help train and present important information to new-hires.
At Western Reserve Hospital, the CEO and senior leaders “round” daily throughout the facility to
interact and “stay in tune” with top performers. They send personalized thank you notes to top
performers’ homes, personally speak to them regularly, formally recognize them in meetings
and hospital-wide forums, take them to lunch for excellent accomplishments, offer them
challenging work and membership or involvement on key initiatives and committees, and
provide them with larger pay increases.
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At Swagelok Company, leaders engage top performers by meeting with them one-on-one or in
skip level meetings, talking about their career development and career path, participating in
setting the strategy for hiring top performers as well as interviewing top talent, hosting brown
bag lunches and summits where small groups of employees can engage with them, and using
information gained from surveys and focus groups to retain and engage top talent.
TDA Architecture’s semi-annual “Leadership Retreat” helps engage the organization’s top
performers. At this event, top performers are invited by leaders to an off-site meeting to discuss
the direction of the firm, review current methods, and develop ways to enhance both their
office’s culture and their job-related practices. In addition, leaders encourage top performers to
take initiative and spearhead new office initiatives and practices. Leaders also reward top
performers with invitations to golf outings, fundraiser dinners, or award luncheons.

Winner Benchmarks
Frequency in which winners' leaders communicate the organization's performance
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

3%

7%

29%

43%

14%

4%

Health & Human Services

0%

0%

0%

12%

71%

6%

12%

Manufacturing

0%

0%

11%

28%

39%

22%

0%

Professional Services

0%

7%

10%

37%

40%

7%

0%

Technology

0%

0%

0%

42%

17%

42%

0%

Other Non-Profit

0%

10%

10%

40%

40%

0%

0%

Other For-Profit

0%

0%

8%

15%

46%

15%

15%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

4%

9%

30%

30%

22%

4%

51-200

0%

0%

13%

22%

53%

13%

0%

201-500

0%

6%

6%

35%

35%

18%

0%

Over 500

0%

4%

0%

32%

46%

7%

11%
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Frequency in which winners' leaders communicate the vision and direction of the
organization
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

10%

10%

32%

29%

8%

11%

Health & Human Services

0%

12%

6%

18%

41%

0%

24%

Manufacturing

0%

0%

6%

44%

33%

11%

6%

Professional Services

0%

23%

17%

33%

17%

0%

10%

Technology

0%

0%

8%

42%

25%

17%

8%

Other Non-Profit

0%

10%

0%

40%

50%

0%

0%

Other For-Profit

0%

0%

15%

15%

23%

31%

15%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

22%

13%

39%

9%

4%

13%

51-200

0%

3%

9%

38%

31%

9%

9%

201-500

0%

6%

12%

24%

35%

18%

6%

Over 500

0%

11%

7%

25%

39%

4%

14%

Frequency in which winners' leaders hold small/intimate group gatherings with
employees
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

1%

0%

0%

23%

49%

19%

8%

Health & Human Services

0%

0%

0%

18%

53%

18%

12%

Manufacturing

0%

0%

0%

22%

39%

28%

11%

Professional Services

3%

0%

0%

27%

47%

23%

0%

Technology

0%

0%

0%

25%

42%

8%

25%

Other Non-Profit

0%

0%

0%

30%

70%

0%

0%

Other For-Profit

0%

0%

0%

15%

54%

23%

8%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

4%

0%

0%

17%

48%

26%

4%

51-200

0%

0%

0%

25%

38%

28%

9%

201-500

0%

0%

0%

24%

65%

6%

6%

Over 500

0%

0%

0%

25%

54%

11%

11%
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Frequency in which winners' leaders hold town-hall meetings or forum updates with nonmanagement employees
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

4%

5%

21%

37%

29%

4%

0%

Health & Human Services

6%

12%

18%

41%

24%

0%

0%

Manufacturing

6%

6%

22%

28%

39%

0%

0%

Professional Services

3%

0%

23%

40%

30%

3%

0%

Technology

8%

0%

8%

33%

25%

25%

0%

Other Non-Profit

0%

10%

30%

40%

20%

0%

0%

Other For-Profit

0%

8%

23%

39%

31%

0%

0%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

0%

4%

48%

30%

17%

0%

51-200

0%

6%

34%

28%

31%

0%

0%

201-500

18%

12%

18%

41%

12%

0%

0%

Over 500

4%

4%

21%

36%

36%

0%

0%

Frequency in which winners' leaders interact informally with non-management
employees
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

0%

0%

0%

6%

4%

11%

79%

Health & Human Services

0%

0%

0%

6%

0%

24%

71%

Manufacturing

0%

0%

0%

0%

11%

11%

78%

Professional Services

0%

0%

0%

0%

7%

7%

87%

Technology

0%

0%

0%

0%

0%

0%

100%

Other Non-Profit

0%

0%

0%

50%

0%

10%

40%

Other For-Profit

0%

0%

0%

0%

0%

15%

85%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

0%

0%

0%

9%

0%

91%

51-200

0%

0%

0%

6%

0%

9%

84%

201-500

0%

0%

0%

0%

6%

24%

71%

Over 500

0%

0%

0%

14%

4%

14%

68%
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Frequency in which winners' leaders participate in the leadership development of top
performers
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

1%

3%

6%

16%

30%

21%

23%

Health & Human Services

0%

0%

6%

24%

29%

29%

12%

Manufacturing

6%

0%

6%

11%

39%

22%

17%

Professional Services

0%

0%

7%

13%

33%

17%

30%

Technology

0%

0%

17%

8%

17%

33%

25%

Other Non-Profit

0%

10%

0%

40%

40%

0%

10%

Other For-Profit

0%

15%

0%

8%

15%

23%

39%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

0%

0%

9%

9%

30%

22%

30%

51-200

0%

6%

6%

9%

31%

19%

28%

201-500

6%

0%

0%

6%

35%

35%

18%

Over 500

0%

4%

7%

36%

25%

14%

14%

Frequency in which winners' leaders recognize and thank top performers
Less often
than
annually

Annually

Biannually

Quarterly

Monthly

Weekly

Daily

1%

5%

0%

10%

22%

23%

39%

Health & Human Services

0%

6%

0%

6%

6%

12%

71%

Manufacturing

0%

6%

0%

6%

56%

17%

17%

Professional Services

3%

3%

0%

10%

10%

23%

50%

Technology

0%

0%

0%

25%

8%

50%

17%

Other Non-Profit

0%

20%

0%

10%

20%

20%

30%

Other For-Profit

0%

0%

0%

8%

39%

23%

31%

All Winners
Industry Type

Number of Employees (in NEO)
1-50

4%

0%

0%

13%

9%

39%

35%

51-200

0%

0%

0%

6%

41%

19%

34%

201-500

0%

6%

0%

12%

24%

18%

41%

Over 500

0%

14%

0%

11%

11%

18%

46%
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed an internal group to foster
employee engagement.

Background
Summa Health System considers its employees to be one of the most important parts of its
community and strives to make sure that employees feel appreciated, stay engaged, and
maintain a good quality of life. One key area of focus for Summa is developing and retaining its
top talent by developing employee resource groups.

Action
Employee resource groups focus on career development, cultural identity, employee recruitment
and retention, community involvement, and other causes that can positively impact employees.
DRIVE was the first employee resource group that the organization created. Through DRIVE,
the organization strives to...







Prepare employees for their future by discovering, developing, and enhancing their
potential to obtain the highest level of performance in the organization and the
community
Unite and lead employees to continually strive for the highest quality in everything they
do and achieve their goals as organization and community leaders
Inspire employees and others outside of the organization to exceed their own
expectations and meet the needs of the communities that they serve
Sustain a vital and respected organization with demonstrated excellence in education
and community service
Recognize and embrace the diverse qualities of individuals within the group in efforts to
fulfill its mission

DRIVE does not exclude anyone from participating and was designed to appeal to employees
from as many disciplines as possible who want to grow personally and professionally at the
organization. DRIVE is intended to help this group be more engaged at work. All employees
were invited to attend the program's kick-off meeting by the President and CEO.
Within the DRIVE program, meetings are held regularly and employees host or participate in a
variety of engagement, educational, and social events. Popular events include a monthly
scholarship series with Dr. Gus Kious, president, Summa Physicians Inc., focusing on improving
performance, the effective use of teams, and trends in healthcare; a bimonthly course after work
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on emotional intelligence; and executive leadership panels in which Summa executives meet
with the group, give their perspective on various topics and issues, and share their experiences.
Employees who join DRIVE receive notifications of events and activities, and these events are
always publicized to the general employee population in an ongoing effort to increase
membership.

Result
DRIVE has been successful in providing a model for developing other employee resource
groups and in helping employees be promoted or hired into new positions within Summa Health
System. Many employees have expanded their knowledge-base and experiences as a result of
the program and Summa says that the energy, focus, and commitment of this group of
employees has become contagious in the organization.
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Empowerment & Involvement
Winner Best Practices
Employees, and especially top performers, feel involved and empowered to make a difference
in their organizations. Winners want employees to move the organization forward with their
ideas, suggestions, and initiative. Employees, and especially top performers, participate in
driving change throughout their organizations because winners empower them to do so.
Employees’ feedback is wanted, used, and perceived as important in improving the
organization’s processes, procedures, programs, products, and services; and is an important
way that winners engage top performers. Winners create many opportunities for employees to
provide feedback and input, as well as foster an open environment that makes it comfortable for
employees to share their voice, including:

Employee surveys
Most winners conduct an annual employee engagement, satisfaction, or opinion survey to
gather feedback about the workplace. These surveys help track employee satisfaction and
engagement. Pulse surveys are also used to gather feedback and measure perceptions.
Winners also frequently engage employees in survey committees to identify actionable steps to
improve the organization.

In-person feedback
Employee feedback is valued by winners and helps them create a great workplace. Winners
frequently solicit employees’ feedback, questions, and concerns in-person and via one-on-one
meetings, small group meetings, staff or department meetings, focus groups, exit interviews, or
other forums.

Suggestion and idea programs
Winners encourage employees to offer their suggestions and ideas for improving the
organization. Online suggestion systems and forums, suggestion boxes, idea contests, and
other suggestion program formats offer employees the ability to submit suggestions and ideas
for changes they would like to see implemented in their work area or the organization.

Open-door policies
Winners have open-door policies in which employees are encouraged to bring forward their
input and concerns to management at any time. These policies help foster an open culture
where employees can seek out managers to ask questions, provide feedback, and address their
concerns.
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In addition to gathering employee input and ideas and using them to make changes to their
organizations, winners have created numerous opportunities for non-management employees to
become more involved in the organization’s operations and empower them to make a difference
in the organization.

Leadership opportunities
Winners provide several leadership opportunities for non-management top performers to
enhance their involvement in the business. These opportunities include the ability to lead teams,
initiatives, task forces, and meetings as well as establish policies, programs, and procedures.
Top performers frequently spearhead new projects.
Some winners have also created leadership teams exclusively consisting of or including nonmanagement top performers. Winners let employees contribute regardless of their experience
level or job title. Via these teams, non-managers are given “a seat at the table” through which
they can help shape the organization’s culture, strategy, and important initiatives and decisions.

Ownership
Employees are given a great deal of ownership and autonomy over their responsibilities at
winners. They are expected to take initiative, suggest better ways of doing things, and offer
solutions and recommendations. Winners also routinely identify ways to empower employees to
help them function more independently and drive as much decision-making as possible down to
the lowest levels.
At many winners, employees are trusted to do the right thing, exercise good judgment, carry out
their responsibilities independently, and make their own decisions without fear of failure
or negative consequences and management to support them with tools, resources, and
guidance. Employees are encouraged to identify problems in their areas, develop solutions, and
share ideas/recommend new ways of doing things to leaders.
Additionally, winners understand the importance of collaboration, teamwork, and building a
sense of togetherness in their organizations.

Committees and teams
Employees frequently participate on cross-functional committees and teams which implement
change, foster continuous improvement, and lead initiatives. Employees collaborate across
departments and roles, share leadership responsibilities, make joint decisions, and manage
programs and initiatives. Some winners also have developed teams which allow employees to
speak up and voice their opinions to management about organizational matters.

Cross-functional collaboration
Winners often bring employees together from all departments to brainstorm and share new and
better business ideas and formulate solutions. Employees are encouraged to work with one
another across teams to improve the organization. They are also given opportunities to work on
special projects and initiatives with employees in other departments, are often given cross-
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training opportunities, and can work on business issues outside of their normal job duties with
others in the organization.

Team-building
Winners facilitate retreats, group activities, and team-building events to improve collaboration,
interaction, and a team atmosphere, and build camaraderie throughout their organizations.
Some team-building is fun and social to create an uplifting team atmosphere, while other teambuilding teaches or trains employees on team different strategies or skills like communication
and trust. Further team-building is focused on a work-related goal or need.

Collaborative work environments
Winners design collaborative work environments that foster a sense of teamwork and
collaboration. Work environments are created to encourage spontaneous interactions between
team members. To break down silos, winners even intersperse different talents throughout their
office and encourage staff to informally interact with one another. In some cases, crossfunctional teams sit and work together.

Creativity and innovation
At winners, employees are invited to be creative and innovative and share their unique ideas to
help move their organizations forward. Winners foster creativity by using programs and activities
to stimulate creativity, encouraging brainstorming and idea generation, incentivizing and
rewarding creativity and innovation, creating innovation teams, allowing for “innovation” or
unstructured time to explore ideas, implementing contests, and more.
By instituting these practices, winners are creating workplaces that empower and involve their
employees in the organization. Winners have found that by empowering, involving, and
collaborating, they not only engage their staff and create an outstanding company culture, but
also improve their organizations with more product and service enhancements, innovations, and
efficiencies.

Winner Stories & Examples
Applied Industrial Technologies encourages its employees to participate in its “Mission Possible”
campaign which challenges associates to work together in order to complete missions that
relate to various sales and marketing objectives. Teams are comprised of associates from
diverse job responsibilities in order to gain different viewpoints and to stimulate discussions and
potential opportunities. Teams brainstorm and work closely together to successfully complete
projects. The campaign promotes shared goals, creativity, innovation, friendly competition, and
teamwork. At the end of the campaign, the top-performing teams are recognized for their
contribution.
Benesch has a “Women’s Initiative” which encourages collaboration and innovation. The group
is comprised of female attorneys who meet on a regular basis to discuss topics that pertain to
professional development, work/life balance, and other issues of concern for the members. The
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group also brainstorms solutions to those issues and works to have them implemented in the
organization.
Centric Consulting rents out a restaurant and dedicates a few hours to team building exercises,
individual presentations, and interactive games. Presenters are encouraged to be as creative as
possible, in order to challenge their conventional thinking and gain different perspectives from
their co-workers.
Ciuni & Panichi has developed a unique approach to professional development. The company
created teams which make presentations to fake clients. Teams work together to research
clients, identify services that the firm can offer, write a report, and present their findings. The
teams are evaluated on a variety of areas, including their innovative service ideas.
Cohen and Company’s CEO personally asks people to stop by his office to bounce ideas off him
that may affect the firm. Employees can also stop in, unsolicited, to discuss organizational
issues. The organization empowers its administrative staff to discuss issues and suggest ways
to improve the organization at all levels. Additionally, the organization launched a new program
called "Never Miss an Opportunity," which involved an offsite kick-off meeting for all employees.
This event encouraged team building through a number of group activities and brainstormed
how employees should never miss an opportunity to help the organization’s clients and
communities.
Each month, Constant Aviation participates in an “employee swapping initiative” that spans the
country. The program sends employees to different locations and/or departments for job
shadowing opportunities. This provides different departments within the organization with a
fresh set of eyes which leads to new ideas and better processes.
Embrace Pet Insurance started a "ride-along" program where employees from each department
are required to spend a day on the road with a veterinary account representative. This
experience acts as an educational opportunity and also assists in the further development of
cross-department relationships.
In 2012, Excelas conducted a management team-building cooking lesson at Loretta Paganini
School of Cooking. Teams were broken into groups of 2 or 3 and worked together to prepare a
course of the meal that they later shared. This event reinforced the collaborative relationship
among the teams, managers, and directors within the organization.
Findaway World holds 24-hour overnights for employees known as “hack-a-thons.” “Hack-athons” promote collaboration, innovation, and team building. They also inspire bonding within
teams and encourage working with different team members. The overnight helps bring new
innovations and ideas to life. Sometimes there are also surprise chip deliveries from senior
management, x-box breaks, or quick games of Euchre at “hack-a-thons.”
Kingston of Vermilion instituted “Fun Fridays” to encourage teams to do something that is both
fun and teamwork related during their weekly Friday huddle. This initiative usually involves
getting people outside of their comfort zone and interacting with their co-workers in a way that
they normally wouldn't.
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Main Street Gourmet’s philosophy is that its people are hired as experts in their fields and
allowed to function as experts on the job. As a company built and bred on innovation, its
overriding philosophy has always been to bring good people into the organization, then get out
of their way so that they can do what they were brought in to do. Its employees are respectful of
others and their professional knowledge and experience and will not make decisions without
considering the impacts of those decisions.
Majestic Steel encourages “spontaneous interactions” with the use of their job spaces. The
organization’s offices, meeting and conference rooms, lounges, cafes, and training rooms were
all designed to inspire innovation. Although the company promotes team-building interactions,
they are no longer the single source of inspiration within the organization. The employees at
Majestic Steel have also begun to create their own activities, events, and groups within the
organization. Examples include attending group lunch outings, coordinating potlucks, organizing
themed lunches, holding game days, developing a running and walking club, and holding book
club meetings. Also, in 2012, several employees took it upon themselves to make and deliver
meals to a seriously ill co-worker and his family and even organized a group to spend a
weekend taking care of home repairs and yard work.
MCPc recently established leadership councils in customer support and engineering comprised
only of top performers, to afford them the opportunity to meet and make recommendations for
positive change in the company. All members of the team were required to be non-managers.
They met quarterly at its Cleveland headquarters, with the sponsorship of an executive to
facilitate discussion and communicate their recommendations to management.
MRI’s “Agile” methodology works at getting its employees out of their functional silos and create
cross-functional teams who are able to sit, work, and achieve together. The company believes
that working in close proximity makes for better and more frequent communication which helps
enable team building and collaboration. Additionally, incorporating different perspectives from
various business functions throughout the organization leads to increased innovation and better
solutions.
At ShurTech Brands, employees have several opportunities to work together on unusual
projects that are outside of their basic work related tasks. The company hosts an annual “Avon
Heritage Duct Tape Festival” which allows employees to collaborate by building sculptures and
floats for the event. Employees can also volunteer their time to staff the booths at the festival
and engage with duct tape enthusiasts from around the area. Additionally, ShurTech’s annual
meeting is known as “Duck Challenge Day” and employees create fun and unique videos that
tell the story of their department’s accomplishments.
Top performers at Southwest General Health Center recently engaged in a front line impact
team program. This program split employees into six (6) have a cross departmental teams.
Each team was responsible for selecting a project linked to one of its organizational Pillars of
Service, Quality or Safety. The goal of this program was to foster a better understanding of
working as a team with members from other departments. In addition, this program lessened the
silos between departments by understanding how issues touch many different areas. Each
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team concluded with a presentation of their project and lessons they learned in an
organizational summit.
Stout Risius Ross implemented “Power Lunches” to encourage collaboration amongst the
company’s various client service groups. Five employees were chosen to attend lunch with
colleagues that they normally would not have engaged with during their regular work
hours. These “Power Lunches” have allowed employees to form new relationships and initiate
collaborations on various projects.
Vocon has twenty different leadership teams that focus on either areas of interest or
professional enhancements that allow employees the ability to work on something outside their
normal business day. Great collaboration and team-building have emerged from these teams.
Benesch Friedlander, Coplan & Aronoff developed a “Client Service Committee” that is made up
of both attorney and non-attorney staff members that drive the direction of the firm's client
service initiatives. This committee sends firm-wide emails with tips on client service and
reminders regarding guiding principles, and creates policies to increase the effectiveness and
efficiency of services that clients receive, both internally and externally.
Bialosky + Partners Architects takes a unique bottom-up approach on projects with designdriving ideas coming from junior employees and senior associates, and principals acting as
editors. This approach has allowed all employees to contribute in a more meaningful way to
project design, regardless of their experience level or job title, and to cycle through more bold
design ideas faster, which provide its clients with a better service and product.
The Cleveland Indians developed an innovative internal training curriculum that enables its
employees to have a valuable impact. Additionally, the organization has had a culture shift to
“committee-based” problem solving to allow individuals from different levels of the business to
collaboratively work on organizational problems. This has helped boost interaction and
communication between departments.
Cliffs Natural Resources realizes that not all top performers may be in roles that provide a lot of
exposure, so there is an effort to ensure that all interested employees are given the opportunity
to develop and thrive. Managers are encouraged to talk regularly with top performers and
consistently strive to give them more responsibilities. This gives all interested employees the
opportunity to develop within their current role and enables them to pursue roles that may lead
to leadership positions in the future.
In 2012, at Direct Recruiters, non-management top performers were encouraged to research
new aspects of social media and host a half-hour meeting to share their new findings and ideas.
In addition, employees are encouraged to “test drive” any new recruitment technology before it
is implemented. Many employee initiatives have been implemented and the organization always
encourages employees to be creative and to find a better ways to recruit.
FedEx Custom Critical empowers its team members to make reasonable business decisions.
The organization believes that in order to provide an outstanding experience to its customers,
employees cannot second guess themselves or escalate every problem, which means that
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leaders must trust team members to do the right thing and provide feedback and coaching when
they don’t. The company recognizes that for team members to make the right decisions they
must first be provided with the proper learning resources and tools. This includes offering its
employees internal and external classroom training, providing peer mentoring, giving feedback
and coaching opportunities, and encouraging employees to attain certifications as well as
pursue other learning and education opportunities.
Flight Options provides its top performers with the opportunity to lead high level projects with the
support of high level executives. In teams, top performing employees gather feedback, work
with other departments, and provide updates and communication to leaders. These projects
usually require a large time commitment from the employee, have high expectations, and have
the ability to positively impact their business. Top performers are able to make a personal
contribution within the organization and develop skills outside of their normal assignments.
These projects reinforce the fact that they are trusted and extremely valuable members of the
organization.
The Swagelok Company gives top performers the opportunity to be a member of its corporate
strategic roadmap team. Fourteen roadmap teams help to guide the organization’s strategies
and are responsible for coming up with ideas to implement continuous improvements for the
company. In addition, top performers also take responsibility for leading internal events.
Currently, over 380 events are run by non-management/top performing associates in the
organization.
“Leadership Retreats” are a tool used at TDA Architecture to provide an open forum for honest
discussion within the organization. The “Leadership Retreats” have become a voice for nonmanagerial staff, from interns to management. Additionally, at TDA Architecture, top performers
often run their own projects and coordinate projects among team members. They are
encouraged to take initiative and to maintain communication between clients and team
members. Top performers also receive preference over projects and in choosing team
members.
mbi k2m Architecture believes in empowering people. The organization affords its staff the
opportunity to lead the decision-making process and receive support from everyone in the
company, and there is little to no top-down control. The company actively works to flatten the
organization and empower developing leaders to lead projects.
The CEO at Applied Industrial Technologies asked all of the company’s associates to call or
email him to share specific ideas, suggestions, or questions regarding the organization.
Associates are also encouraged to submit information and the CEO or a member of the
executive management team will reply.
At Benesch, employee feedback is obtained on a regular basis through its employee suggestion
system, “MyDea.” “MyDea” is available to all employees through the organization’s intranet.
Team members are encouraged to submit suggestions that enhance the workplace. Submitted
ideas are reviewed on a quarterly basis by a committee, comprised of team members (both
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managerial and non-managerial) from various departments of the firm. Ideas that are accepted
are announced to the firm and put into place.
Each year, Centric Consulting conducts an in-depth anonymous employee survey. The
executive team at Centric Consulting personally reads all employee comments and reviews the
survey results. These results are used to verify progress against current initiatives and to
identify new employee initiatives for the following year. Results and comments are also posted
for all employees to review.
“Pulse” surveys are the Cleveland Clinic's way of confidentially checking in with employees
throughout the year. Two to three “Pulse” surveys are conducted each year to assess how well
employees’ engagement needs are being met. "My Two Cents" is another tool used by the
organization to capture new innovative ideas from employees, specifically on how to improve
everyday aspects of operations. The program is managed by frontline supervisors or mid-level
managers. Employees can track the status of their own ideas and receive feedback.
Jennings Center for Older Adults participated in two staff satisfaction surveys in 2012. The
company also continuously seeks feedback and suggestions through a staff suggestion box,
focus groups, all staff meetings, department meetings, and through its open door policy which
encourages daily open discussion.
Mercy gathers feedback from employees in a number of ways. All employees throughout Mercy
are invited to participate in an open forum at “Town Hall Meetings.” Employees have the ability
to not only learn about the direction of the organization, but they also have an open forum for
any questions that they may have from members of leadership. Mercy also uses its
annual Gallup Engagement Survey to develop initiatives for the upcoming year. Additionally,
Mercy contracts with a third party which collects data from employees that leave the
organization to identify reasons why they are leaving and differences between demographic
groups. Mercy also has implemented a “Red – Yellow – Green board” which is used to enhance
the workplace. The red board demonstrates where their problem initiated; the yellow board is
the processing segment where the leader reviewed their recommendation and needed to follow
up with the employee; and the green board demonstrates that the employee issue is resolved.
Noble-Davis Consulting uses a paddle system to gather feedback. At meetings, all employees
have a paddle that is green on one side and red on the other. Through the use of “yes” or “no”
questions, the organization instantly gets information from a group of employees. The
organization also asks employees for feedback at every monthly staff meeting and via a webbased survey system so comments can be given anonymously. There is also a monthly
brainstorming session in which the employees can gather feedback without any disruption from
management. Suggestions are brought to the attention of the owner and implemented if they
are accepted.
Plante Moran has a variety of formal and informal outlets to encourage staff to provide feedback
and ask questions from both their immediate managers and also the firm management team.
The “Buddy & Team Partner System” is a forum that allows staff members to express concerns,
give feedback, and ask questions. Another form of engagement is “The Breakfast Club,” an
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informal monthly breakfast between managing partners and a small group of randomly selected
staff members. This breakfast is a venue for staff to voice concerns and for management to get
to know staff outside of the office. Additionally, "road shows" are unique meetings for senior
associates to meet with members of the management team and ask them anything they would
like about the firm as well as what life is like as a partner.
On a quarterly rotating basis, ShurTech Brands holds hourly and salary communication circles
in which the CEO meets with different representatives from all over the company and there is an
open dialogue for any topic except individual compensation and manager issues.
The Federal Reserve Bank of Cleveland has five (5) Resource Network Groups - groups of
employees who identify with or have an affinity to a particular dimension of diversity. These
groups include “CollaborAsian,” “WILD!- Women Improving Leadership and Development,”
“STAAR- Strengthening Talented African American Resources,” “LGBTA Lesbian, Gay,
Bisexual, and Transgender Association,” and “COOL-Community for Overcoming Obstacles in
Life.” These groups identify topics of interest to their group members, provide a safe space to
find common ground, offer an open and visible presence, and help members develop new skills.
The Shamrock Companies has a "Culture Club" whose mission is to develop and deliver better
ways of perpetuating the organization’s culture, mission, values, and philosophy to each
employee. The "Culture Club" epitomizes the true spirit of the organization, sponsors community
involvement and fundraising events, and coordinates a variety of team-building activities.
In 2012, Sterling Jewelers partnered with a research firm to study the Gen Y population.
Approximately 75 team members within the organization participated in the study and gave
feedback and recommendations for how the organization can better attract Gen Y consumers
and maintain its status as an employer of choice. After the study was completed, the
organization created cross-functional Gen Y/campus committees made up of a total of 45
employees from all generations and functions within the company. These committees included
“Comm6 (Steering Team),” “Culture Club,” “Hype Crew,” “Product Relevance Crew,” “Tech
Team,” and “Welcome Warriors.” The committees worked with key stakeholders in the
organization to develop ideas and identify challenges, and launched a number of changes
throughout the organization including new product offerings, technology enhancements, and
changes to the new-hire on-boarding process.
In 2012, OEConnection hosted its first "InnovationFest," a trade show type of event that
showcases innovative ideas that its employees have been developing. Each team presented
their project by explaining their idea and its benefits to the company. After participating in the
demonstrations, employees voted on their favorite idea and the winning team was recognized
for their contribution. The organization is also expanding this idea and implementing a rotational
"Innovation Team" within its technology area. Employees can apply, interview, and be selected
for spots on the team through which they will be able to use their technical and creative skills to
create innovative solutions for the business' needs.
Hyland Software has a slew of programs designed to enhance innovation. The organization has
an intranet called "Innovation City," where employees can post ideas related to a business topic
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as well as vote and comment on ideas. The online forum serves to identify popular ideas and
then employees form teams, brainstorm, and vet ideas. The organization also has "Innovation
Showdowns," which are single day events that give employees the opportunity to focus on an
idea they are passionate about, prototype their idea, and present their work to a panel of judges.
Additionally, the organization has "Hylite Speeches," which are after-work events that allow
employees to speak to an audience of peers about an idea or provoking thought that will help
move the organization forward.
Human Arc’s “Budding Entrepreneurs Program” encourages employees to identify and lead
process improvements that increase the number of lives that the organization positively impacts
as well as those that increase revenue. Employees can submit proposals for their ideas which
are reviewed by a committee and chosen based on their feasibility and potential impact.
Finalists who end of having their ideas implemented are granted a monetary reward.
CBIZ's IT Applications Developer Team came up with an idea to design a site for employees
who have smartphones and tablets to access important company information. The developers
created the site on their own time, and met as a group to discuss ideas, plan designs, and
implementation. The result of their work was "CBIZ Mobile," an application which provides
employees with access to prospect/client information and the ability to review sales
opportunities, look up client/prospect information, among other features. The developers
received a bonus for their extra time and efforts.
TDA Architecture's partners opened a tab at a new restaurant across the street from the firm
last year and kept the tab open. Employees are encouraged to take advantage of this perk
weekly for lunch or for an after-hours cocktail. The opportunity has never been taken advantage
of, has been ideal for team-building, and has allowed for more socialization outside of the office.
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Winner Benchmarks
Average percentage of non-management top performers who participated in the creation
or implementation of a new workplace policy, program, or product/service in 2012
Average %
All Winners

57%

Industry Type
Health & Human Services

58%

Manufacturing

49%

Professional Services

58%

Technology

61%

Other Non-Profit

69%

Other For-Profit

52%

Number of Employees (in NEO)
1-50

67%

51-200

64%

201-500

45%

Over 500

49%

Percentage of winners that gathered feedback and/or suggestions from employees in
2012
Percent
All Winners

98%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

100%

51-200

100%

201-500

100%

Over 500

96%
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Percentage of winners that took steps to empower non-management top performers
during 2012 in terms of allowing them greater say in decisions and providing autonomy
and freedom on the job
Percent
All Winners

99%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

100%

51-200

100%

201-500

100%

Over 500

96%

Percentage of winners that encourage individuality or celebrate individual differences
Percent
All Winners

89%

Industry Type
Health & Human Services

94%

Manufacturing

78%

Professional Services

93%

Technology

83%

Other Non-Profit

90%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

87%

51-200

88%

201-500

82%

Over 500

96%
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Percentage of winners that have cross-functional teams
Percent
All Winners

94%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

87%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

91%

51-200

91%

201-500

94%

Over 500

100%

Percentage of winners that provide rewards for innovation/creativity
Percent
All Winners

81%

Industry Type
Health & Human Services

82%

Manufacturing

94%

Professional Services

80%

Technology

67%

Other Non-Profit

60%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

74%

51-200

91%

201-500

59%

Over 500

89%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 271 of 298

Percentage of winners that provide team-building
Percent
All Winners

98%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

90%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

96%

51-200

97%

201-500

100%

Over 500

100%

Percentage of winners that use creative activities
Percent
All Winners

91%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

93%

Technology

83%

Other Non-Profit

90%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

91%

51-200

84%

201-500

94%

Over 500

96%
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Percentage of winners that use cross-training in other departments
Percent
All Winners

92%

Industry Type
Health & Human Services

100%

Manufacturing

94%

Professional Services

90%

Technology

92%

Other Non-Profit

90%

Other For-Profit

85%

Number of Employees (in NEO)
1-50

83%

51-200

94%

201-500

94%

Over 500

96%

Percentage of winners that coordinate activities for interaction or building relationships
Percent
All Winners

100%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

100%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

100%

51-200

100%

201-500

100%

Over 500

100%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 273 of 298

It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has developed a unique employee
involvement program.

Background
Human Arc recognizes that growth and improvement is important to ensure long-term viability,
superior customer service, and employee satisfaction. It also recognizes that engaging
employees in the continuous improvement process is critical as they are best suited to identify
improvement opportunities. Human Arc was challenged to develop a way to tap into employees'
creative potential and knowledge of the business to ensure that their ideas could impact the
organization.

Action
Human Arc developed its "Budding Entrepreneurs Program" as a formal way to engage
employees in the organization's growth and improvement process. The program not only helps
identify employees' ideas for improvement, but also helps leaders identify top performers with
leadership potential and assists those employees in further developing their skills.
Through the "Budding Entrepreneurs Program," employees are invited to identify and lead
projects that will enhance progress toward achievement of any of the company’s objectives,
including revenue, profitability, customer satisfaction, number of lives the company impacts,
continuous improvement, company culture, or employee satisfaction. To participate, employees
must develop and submit proposals for their ideas. These proposals are then reviewed by a
committee, which chooses finalists based on the feasibility and potential impact of their
proposed programs.
Finalists spend several months implementing their projects, and based on the results, a first
place winner is chosen. The remaining finalists are ranked in second, third, and fourth place
based on the number of total finalists, which can vary. Finalists are recognized with a monetary
reward—up to $5,000—for achieving success.

Result
Since its inception, the "Budding Entrepreneurs Program" has sparked the successful
implementation of a number of initiatives that have achieved growth and improvement across
the organization, including operations, human resources, and community outreach. These
initiatives have included the launch of an enhanced overtime policy for top performers, a
company-wide health and wellness scorecard, and improved pricing strategies for services.
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Most recently, the program led to the implementation of two community-focused programs
which have helped the organization increase the number of people it positively impacts each
year.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 275 of 298

It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner created a unique initiative to empower
teams of employees to make positive changes throughout the organization.

Background
Due to steady growth in the firm's portfolio and the changing makeup of new and experienced
talent that the organization hopes to retain and empower, Bialosky + Partners Architects took
the opportunity to enhance collaboration, culture, and mobility at its organization.

Action
The firm engaged in a process of action planning, during which it gathered a team of employees
to focus on the firm's work methods and business strategy. Following this process, the Partners
created unique task forces with a Champion to lead each of them relating to different
dimensions of the firm. Each employee belongs to at least one of these eight task forces:
1. Scribes: Draft core values, mission statement, character values, and character statement
as documents that define who the firm is, what they do, and how they do it.
2. Culture Vultures: Investigate ways to unify and strengthen the firm’s culture as one that
values everyone equally and emphasizes a collaborative team approach.
3. Philosophers: Cultivate a philosophy that grows leaders through teaching, collaboration
and innovation. Reinvent the firm's mentorship program and establish frameworks for
ensuring team building and celebrating achievements.
4. Integrators: Study the firm’s relationships with engineers/consultants and how to strengthen
these relationships and collaborations.
5. E-Mediators: Establish and maintain a basis for e-communications and social media,
including the launch of the firm’s design blog.
6. Techies: Ensure BPA technologies and training to keep the firm fluid, flexible, and
responsive to business goals.
7. Resourcerors: Study and suggest ways to transform the paper and digital office into one
that is practical, efficient, and works in harmony between these two mediums.
8. Placemakers: Study and analyze workplace options for a reimagined workplace. Assess
the current environment and create a master plan for its physical environment.
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Result
While these task forces have only been in place for several months, many accomplishments
and innovations have already been realized and integrated into the firm.
The Scribes have completed a first draft of core values, and a preliminary positioning statement
for the firm. The Culture Vultures have redesigned email signatures and business cards to
reflect a culture that values and empowers each employee. The Philosophers have discovered
that the firm had four studios and four cultures, worked to unify the firm’s culture through social
events and team building, reinvented the mentorship program, re-visioned the organization's
internal lunch seminar program, and incorporated new rituals into the office culture.
The Integrators are currently investigating models for strong engineer-architect relationships, in
an effort to provide the best level of service to our clients. The eMediators have launched a
dynamic design blog which has soared in popularity, and is beginning to channel new traffic to
the firm’s website. The Techies have improved employee mobility with greater access and
enabled web-based virtual office connectivity. Resourcerors are investigating new archival
methods for project files, drawings, building codes, and manuals. Finally, the Placemakers are
currently weighing the firm’s needs and wants for an ideal work environment. Meeting spaces
and studio environments now have marker-board-walls, pin-up-spaces, and new wireless
features that encourage a culture of collaboration.
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Line of Sight
Winner Best Practices
Top performers want to make a meaningful impact on their organizations and with their
customers and appreciate when their organizations create a sense of purpose. Winners have
devised many effective approaches to help their employees see how their roles and goals
connect to the broader organizational goals, and ultimately impact the organization’s success.
Through the following ways, winners help employees understand how their work matters and
makes a difference.

Goal setting and performance management
At winners, employees’ goals often support and tie back to the organizational goals and
objectives, which are set by leaders to accomplish the mission. Typically, employees meet with
their manager to develop goals which align with departmental and organizational objectives as
well as to identify specific projects or tasks that support the achievement of these goals.
Also, in the performance management process or in their one-on-one interactions, managers
and supervisors discuss how each employee's role and daily tasks contribute to the
organization’ success as well as how their tasks and responsibilities link to the organization’s
strategy, goals, and big picture.

Job design
Winners create purposeful jobs for their employees. Employees work on goals, activities, and
tasks which are the most critical to meeting the organization’s objectives and carrying out its
mission and vision. Their job descriptions sometimes even include explanations of their
expected impact on the organization. Employees are also continually encouraged to identify
new ways to contribute to the organization’s purpose and help achieve its objectives.
Many winners expect that managers are continually communicating and instilling a sense of
purpose in employees within their area. Managers are typically expected to communicate how
employees make an impact on the organization.

Training and cross-functional learning opportunities
Winners offer formal workshops, training programs, and retreats which focus on the importance
of every employee and how they contribute to the organization’s success. Oftentimes, these
workshops contain activities that help facilitate employees in connecting their role to the
mission, and provide them with helpful tools and information for carrying out their role to meet
the organization’s objectives and mission. Winners’ on-boarding programs also usually include
training on these topics.
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On a more informal basis, employees engage in cross-training, job shadowing, and other
internal learning opportunities to learn about various departments and gain a broader
perspective of the organization.

Storytelling and translating
Leaders share examples and stories of how employees’ work impacts their customers and how
their work matters to the organization and others during meetings; through in-person
communications; and via various formats such as videos, pictures, and storyboards. They also
ask for these examples and stories from employees. These meaningful examples of how
employees help others, contribute to an end product, or yield other results help create a sense
of purpose.
Additionally, leaders translate how specific initiatives, tasks, and projects contribute to the
organization’s success. It’s not uncommon for leaders to write personalized notes or meet oneon-one or in small groups with employees to communicate how their work is important to the
organization and how it is helping to further the organization’s mission. Leaders make it clear
that employees are the foundation of their success.

Communication
To keep employees abreast of their organization’s performance relative to key objectives,
winners communicate financial information, key initiatives, and important successes to
employees in-person, at meetings, and through various media such as newsletters, blogs,
intranets, bulletin boards, among others.
Winners have created public visual and graphical displays, dashboards, scorecards, and other
mechanisms to show their success. These allow employees to view their organization’s
progress on key metrics and goals on a continual basis.

Participation in strategic planning
Another common way that winners create a sense of purpose and line of sight is by letting
employees participate in developing the organization’s mission, vision, values, and even
strategic direction – either on the organizational level or within their business units. At some
winners, employees participate in strategic planning sessions, help write the organization’s
mission statement, and assist in selecting and formulating the organization’s values.
A number of winners have involved all of their employees in shaping the organization’s
direction. Winners enjoy giving employees the opportunity to participate in these high-level
plans together. By doing so, employees feel a stronger link between their day-to-day work and
the organization’s success.

Rewards and incentives
Through rewards and incentives such as profit sharing, gain sharing, and bonuses, which are
tied to performance and meeting organizational and individual goals, winners are able to clearly
show employees how their contributions impact the organization’s financial success. These tend
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to be powerful ways of communicating that every individual has a stake in the organization’s
success.
Through all of these tactics, winners show employees that their work is purposeful and
significant in helping the organization reach its objectives, further its mission, and impact its
end-users. These connections are critical to engaging top performers and achieving success
within their organizations.

Winner Stories & Examples
Akron General Health System recognizes that it is not always easy for employees to make the
connection to the bigger picture, especially when one is working in a non-clinical capacity.
That’s why the organization encourages both clinical and non-clinical employees to share their
experiences through its employee newsletter and internal televisions. In addition, “Service
Excellence” training is a way for the organization to engage its workforce and to provide
education to all employees. As part of this training, all employees are challenged to find ways to
connect their own role to the overall mission of the organization. Facilitators provide specific and
relatable examples and success stories. Employees are also encouraged to share their own
examples of how co-workers contribute to providing an exceptional experience.
In 2012, Benesch’s “First in Service” program included a client service “tip of the month,” a
quarterly “First in Service Award” presented to an individual who demonstrated exemplary client
service, a client service discussion at all internal practice group meetings, monthly firm-wide
training programs to strengthen client service practices, a client service mapping process of
client experience within the reception area, and a storyboard for a service mapping video.
These were all ways that the organization engaged its employees in client service and
communicated its importance.
Bialosky + Partners has engaged its staff to value each employee’s role and goals as they
relate and connect to the company’s goals and direction. Eight task forces, “Culture Vultures,”
“E-mediators,” “Integrators,” “Philosophers,” “Placemakers,” “Resourcerors,” “Scribes,” and
“Teches,” were created and involved every staff member on at least one team. The task forces
allow employees to affect organizational change and take ownership of the direction of the
practice by molding the direction, interests, and culture of the organization.
CASNET’s monthly meetings provide an opportunity for employees to discuss the challenges
they face, as well as real examples of how they can help serve customers and grow the
business. These regular interactions between the various departments allow for more team
productivity and focus on the task at hand, and they actively define and share priorities in
organization.
At Centric Consulting, leaders are required to meet with every employee twice a year. Leaders
and employees develop an action plan that aligns the firm's broad goals with the employee's
individual goals. Additionally, the company holds monthly and yearly team meetings to discuss
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the vision and goals of the organization and communicate its direction. During this time,
employees can participate in defining and achieving these goals.
In 2012, the President at Freeman Manufacturing & Supply Co. initiated a contest among its
outside sales reps to take pictures of the organization’s products being used at the various
companies they work with, and in his meetings with employees, showed them these pictures to
help educate them on the business and their role in its success. The President also discusses
how employees are contributing to the goals of the entire organization during the organization’s
“state of the company” event. The organization also uses cross training and on-going product
training to help employees feel a sense of pride and ownership in the organization’s success. All
of these tactics have resulted in 95% of employees believing that their job is important to the
organization.
At Gardiner Trane, as a part of the employee review process, employees are asked how they
perceive their position to be impacting the mission and vision of the organization and managers
are required to explain how each person’s position impacts the organization. During all
employee meetings, leaders also openly discuss the meaning of the company’s mission and
vision and how employees impact these daily.
InfoCision Management Corp’s unique bonus program makes it possible for every employee to
receive a bonus based on the performance of the organization. During the annual review
process, supervisors and managers discuss with each employee how their achievements and
hard work have contributed to their department and how that translates to the company’s overall
success. Additionally, employees at all locations attend “Employee of the Month” ceremonies,
during which winners of the monthly awards are recognized by their supervisors and the
company’s CEO. This meeting rewards achievements, explains how the individual’s hard work
has made a significant impact on the company and is inspiring to employees, helping them see
how their accomplishments can have a clear effect on the company’s overall performance.
At every meeting, Lake Health team members are reminded of their important role in achieving
the mission of the organization. For example, at quarterly forums, the organization’s annual
goals are presented in a score card format. Team members are able to see what their current
scores are in comparison to their target. The CEO opens up a forum for questions and for input
on how the company can achieve or maintain its goals. Additionally, patient satisfaction scores
are shared on a monthly basis with staff and are used in action planning and to help
improve overall scores. Engagement scores and survey findings are also shared with staff
members. Further, managers have daily one-on-one meetings and use this time to reinforce to
their staff their importance and their role within the organization. This is a way to remind the
employee that they play a huge part in achieving the goals of the organization.
At Majestic Steel, managers are responsible for communicating and instilling a sense of
purpose in employees. In addition, the organization uses a variety of communication tools to
help employees see how the work they do contributes to the organization’s goals. The
organization holds weekly “Einstein” meetings which are open to all employees from all
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functional areas on topics such as market conditions, business activity, new marketing, sales
initiatives, and other industry highlights. It also distributes the (C)ORE Report, which is a weekly
publication that offers an in-depth look at key indicators and trends that are driving the steel
market, enabling employees to understand the market dynamics influencing current business
activity. The report also provides employees with vision and transparency into the state of the
business.
When Noble-Davis Consulting wrote its business plan and mission statement, it shared the
experience with all of its employees. In addition, each year, the firm’s goals are set together in
the same manner, with the participation of its entire staff. Voluntary meetings are also held
when setting new procedures so that the staff can provide input and share their suggestions.
PRC Medical’s “Execution Roadmap" is a comprehensive plan that includes the company
ideology, long-term strategic thinking, and execution focus areas. The “Execution Roadmap” is
further updated for employees by PRC's CEO during quarterly employee meetings. In addition,
the managers at PRC identify key performance indicators for themselves and work with their
staff to create a line of sight that aligns with the initiatives for the entire organization.
Mercy has many initiatives to connect each employee to the mission. The organization has a
“Mission Focus of the Month” program which distributes talking points to every team leader to
address specific aspects of the mission. Additionally, leaders are encouraged to select specific
actions or activities that put the mission focus into practice for the month. In addition, the
organization distributes “Daily Huddle,” which is a system-wide publication that helps leaders
facilitate a daily stand-up meeting. Each huddle includes a customer service story, an internal
example of an employee who put the organization’s mission and values into practice, and a
week’s worth of talking points for leaders to have mission-focused discussions with their staff.
Also, several reward and recognition programs celebrate and recognize employees who have
been exemplary models of the organization’s mission and values. The organization has also
developed “ICARE” standards and has trained the majority of employees in the “Language of
Caring” so that employees know how to exemplify the mission.
Skoda Minotti recognizes that employees would rather work for a cause that they believe in than
for a company. As a result, it works with employees to maximize their engagement by
connecting their work to the "bigger picture." Managers take the time during the performance
appraisal to discuss the organization's strategic direction and objectives, and help employees
identify how their goals and day-to-day tasks contribute to the larger goals of the business. If
necessary, during the mid-year appraisal and monthly coaching sessions, changes may be
made to employees' goals to more closely align them with the organization's objectives so that
they can better focus their motivation and effort on the tasks that matter the most to the firm’s
success.
Plante Moran uses a number of tools to communicate and connect with its staff. PMTV, "Plante
Moran Television," is a one-stop YouTube-esque web location that houses the firm's videos.
PMTV has a "Plante Moran News Network" which includes messages from the management
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team about important firm happenings, news about the organization's service and industry
groups, and important updates about firm-wide initiatives. Additionally, PMTV contains channels
to watch past training events, share tips and tricks that the staff might have on how to save time
and increase efficiency, and watch fun videos of the staff and their friends (such as engaging in
community service initiatives). PMTV also features a "HERO channel," a special showcase area
for videos that the organization thinks the staff needs to watch to be “in the know” or that they
will really enjoy.
In 2012, The Cleveland Foundation conducted two informational and interactive workshops for
employees, one focused on the organization's core values and how they can identify them and
demonstrate them in their daily work, and another focused on the strategic goals of the
Foundation and the way in which the organization can assist employees in carrying out these
initiatives. Specific employees were tasked with championing each of the strategic goals and
regularly provided updates to staff on the progress.

Winner Benchmarks
Percentage of winners that explain how each employee's role and goals connect to the
organizational goals and direction (often referred to as line of sight)
Percent
All Winners

100%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

100%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

100%

51-200

100%

201-500

100%

Over 500

100%
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner developed an innovative employee
communication tool.

Background
While Plante Moran had a number of tools that it used to communicate and connect with
employees, including its intranet, email, instance messenger, and voicemail; it was lacking in
one area that had been overlooked: video. The organization also needed a centralized place
where it could share videos with employees.

Action
The organization created "Plante Moran Television (PMTV)," which is a one-stop YouTubeesque location for all of the firm's videos which is visible only to Plante Moran staff. Staff can
easily access "PMTV" via a tab on the organization's intranet, and they don’t have to be in the
office to do it, as all videos are mobile-friendly and can be viewed from personal smartphones or
tablets. There are five channels on "PMTV":
1. PMNN (The Plante Moran News Network) — This channel includes messages from the
management team about important firm happenings, news from service and industry
groups, and important updates on firm-wide initiatives.
2. Training — This channel is a place to watch past training events in case staff missed one or
need a refresher.
3. DIY Tips & Tricks — This channel is a place to share tips and tricks staff might have on
how to save time and increase efficiency.
4. URPM — This channel is a place to share fun videos of staff and their friends, watch current
and previous year firm conference segments, and watch staff engaged in various community
service initiatives.
5. HERO — This channel is a special showcase area for videos that the organization thinks
staff need to watch to be in the know, or will really enjoy.
Numerous staff members throughout the organization participate in creating videos for these
channels. The organization's tax team, for example, develops videos, usually commercial
parodies, to use at various training events. Interns also help create videos. One intern
developed a mock interview with a managing partner that became must-see PMTV for all staff.
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Result
Overall, "PMTV" has become extremely popular. Staff love the medium of communication, and
developing a video is quickly becoming a must-have component when rolling out any major firm
initiative. It has also emerged as a great forum for staff to express themselves.
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It Starts With One: Winner Case
Study
Here's a case study of how one NorthCoast 99 winner has implemented a creative
communication effort to connect employees to its mission.

Background
Mercy's mission is deeply integrated into its culture and the organization undertakes numerous
initiatives to connect each employee to the mission through on-boarding, training and
development, and communication efforts. Over time, Mercy has recognized the need for a more
user-friendly communication vehicle to educate its employees on the concepts, meaning, and
practical application of the mission and values into their daily roles.

Action
To motivate, inspire, and connect employees to the mission, core values, and customer service
standards, Mercy launched a program called "Mission Focus of the Month."
As part of the program, on a monthly basis, the organization distributes talking points to every
team leader to address specific aspects of the mission, including quotes, reflections, and
discussion points to motivate and inspire employees. Leaders are encouraged to select specific
actions or activities that put the mission focus into practice each month. The organization also
builds accountability into its communication efforts. Leaders are required to report their
department’s action plans and the spirit of the discussion back to the vice president of mission
integration.
Additionally, the organization distributes "Daily Huddle," which is a system-wide publication that
helps leaders facilitate a daily stand-up meeting. Each huddle includes a customer service story,
an internal example of an employee who put the organization’s mission and values into practice,
and a week’s worth of talking points for leaders to have mission-focused discussions with their
staff. Managers also celebrate and recognize employees who have been exemplary models of
the organization’s mission and values.

Result
As a result of Mercy’s mission-focused communication efforts, employees are able to see that
regardless of job title, their role connects to the mission and empowers them to put the
organization's core values and customer service standards in action. Mercy cited specific
examples of employees, including housekeepers and laboratory technicians who now
understand how they can demonstrate compassion, healing, and excellent service to patients
regardless of their role.
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EMPLOYEE EMPOWERMENT
AND INVOLVEMENT
W I N N E R

57
100
94
98
91
99

the average percentage of non-management
top performers who participated in the
creation or implementation of a new
workplace, policy, program, product, or service

%

%

of winners coordinate activities
for interaction or building
relationships between employees

%

of winners use cross-functional
teams foster collaboration and
employee involvement

%

of winners facilitate teambuilding opportunities

%

of winners' leaders hold town-hall
meetings or forum updates with
non-management employees at
least bi-annually

%

of winners' leaders hold
small/intimate group
gatherings with employees
at least quarterly and 76% of
winners hold these types of
gatherings at least monthly

%

of winners' leaders interact
informally with nonmanagement employees at
least weekly

90

I M P A C T

Community Impact
It starts with one to make a difference and an impact in the workplace: one company or
employee donation, one team or individual act of community service, or one practice that
reduces an organization's adverse impact on the environment.
Winners strive to give back to their communities and protect their environment. The following
section summarizes winners' best practices, shares winner benchmarks, and contains unique
stories and examples of how some winners are leading by example when making an impact in
their communities.

Winner Best Practices
NorthCoast 99 winners not only make an impact in the workplace, they are also committed to
making an impact on the communities in which they live and work and supporting the causes
their employees care about. In 2013 specifically, winners impacted hundreds of local non-profit
organizations and causes, and participated in hundreds of hours of community service and
philanthropy.
Winners support many causes in their local communities by generously donating their time and
resources to local non-profit organizations and individuals in need in Northeast Ohio, and
supporting their employees' efforts in the community by giving them paid time to participate in
these activities, communicating and promoting philanthropy and community involvement,
coordinating opportunities, encouraging their involvement in community activities, and
supporting them financially.
Winners make many efforts to connect employees with opportunities to make an impact. A
number of winners even have community involvement committees that head up community
efforts, and select charitable activities based on the passions and interests of their employees.
Many winners have cultures of caring, where making a difference is the norm. Not only do
winners participate in service and support employees in their service, contribution to the
community in which they live and work is a common principle and company value at winners for some it is even the foundation of their business. Several winners reward community
involvement with prestigious awards and recognition to emphasize its importance, and share
employees' meaningful impacts and successes publically.
Here are some common ways that winners make an impact on their community.

Service
Serving others, especially the less fortunate, is a common practice among winners. Throughout
the year, winners participate in several small group and company-wide community service
programs, activities, and days of service.
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Activities commonly include serving and preparing meals, tutoring children or young adults,
engaging in fun community competitions, performing maintenance duties (i.e. cleaning, painting,
yardwork, etc.), building houses and playgrounds, restoring community areas and buildings,
participating in walks and races, serving or visiting the less fortunate, and participating in
outreach initiatives (i.e. Adopt-a-Family, improving literacy education, etc.)

Donations
Winners generously donate their profits and products to charitable organizations in the
community. In addition, they coordinate many opportunities for their employees to donate food,
blood, books, clothing, gifts, school supplies, hygiene items, cash, and other items for the
needy; and often match their contributions. Some larger-sized winners have even developed
their own funds or foundations to provide donations and monetary assistance to the community.
Winners also frequently match employees' contributions to various causes, if monetary.

Sponsorships
Winners sponsor and financially support many community events such as raffles, auctions,
fundraisers, charitable events, walks or running races, specific community programs, community
competitions or contests, and grants or scholarships, aimed at helping local non-profit
organizations.

Campaigns
Many winners have developed long-term partnerships with community organizations and hold
various campaigns throughout the year to raise money and/or collect resources for community
organizations like United Way, Harvest for Hunger, and March of Dimes through bake sales,
dress down days, tournaments and competitions, creative campaigning, and more.

Pro/bono non-compensated services
At winners, particularly in the services industry, employees are encouraged to provide noncompensated "pro-bono" professional services in the community related to financial, legal,
health, educational, architecture/construction, design, marketing, and social needs. Winners
also frequently give free presentations, speaking engagements, and educational opportunities.
Several winners, particularly health care and human services organizations, are also committed
to helping people in their communities regardless of their ability to pay for services. Others,
particularly in financial and consulting services, may offer services at much lower costs to nonprofits or those individuals who are not able to afford the services.

Community participation
Many winners also encourage their employees' participation on non-profit boards to not only
strengthen ties in the community, but also build their leadership skills. Similarly, winners
encourage community leadership by putting employees through community-based leadership
programs including Business Volunteers Unlimited, Leadership Cleveland, and Cleveland
Bridge Builders and some participate in "loaned executive" volunteering. Winners also
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encourage and allow employees to volunteer and participate in community professional
organizations on committees and in leadership roles.

Buying local
Many winners "buy local" whenever possible to support their communities and the businesses in
them. Winners make efforts to choose local vendors first when outsourcing their accounting,
information technology, and other services.

Environmentally-friendly practices
In addition to supporting the community, winners take steps to reduce their business' adverse
impact on the environment by recycling; reusing resources like paper, plastic, technology, and
office supplies; conserving energy; minimizing waste; using lean processes; and using new
practices that result in greener product design and delivery.
Winners take responsibility to help enrich and enhance the quality of life in their communities
and consistently respond to the needs of their communities by giving back and helping their
communities address health, poverty, and educational related-needs. In doing so, they are
making an extremely meaningful impact on Northeast Ohio.

Winner Stories & Examples
Baker Hostetler supports several educational programs in Northeast Ohio. Throughout the
school year, the firm provides weekly tutors to second grade students at Orchard Park
Elementary School, in math and reading, and donates Kleenex, copy paper, and dessert trays
for the school’s teachers. The firm treats its teachers, students, and staff to an Indians game at
its Progressive Field Suite and provides attendance incentives such as ice cream, cookies, or
certificates for the teachers. Additionally, Baker Hostetler is a founding sponsor of the St. Martin
de Porres High School Corporate Work Study Program. Students in the program receive an
opportunity to work at the firm, gaining experience in ‘real world’ work situations.
Last year, the Cleveland Clinic spent $754.2 million on community benefits, including outreach
programs, medical research and education, community partnerships, and community
contributions and also raised $2 million for United Way. Among its many other community
programs, the Cleveland Clinic plans and implements over 400 blood drives, significantly
boosting local blood supply. In 2012, more than 14,000 pints of blood were collected between
employees and members of the community.
Once a month, the Cleveland Indians’ front office volunteers for “Done-in-a-Day” projects
around the city of Cleveland. Past projects have included refurbishing a house in the inner city,
volunteering at the Cleveland Foodbank, and mentoring students in the Cleveland Metro School
District. The Cleveland Indians have also developed the “High Achievers” program, which was
created to reward Cleveland area students for doing well in school. In this program, students
with good grades are awarded with Indians tickets, prizes, and one-of-a-kind experiences.
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Cliffs Natural Resources has a community outreach committee dedicated to promoting
corporate citizenship, coordinating service projects where employees have the opportunity to
volunteer during the workday, promoting community grants, fostering leadership development
skills by encouraging community participation, and promoting Cleveland leadership programs
such as Leadership Cleveland and Cleveland Bridge Builders. It also has a "Cliffs Cares"
program where employees lend various assistance to the community such as painting,
maintenance, repair projects, minor construction improvements, general labor, setup/cleanup
and meal preparation/packaging.
EBO Group has a community action policy which allows employee-owners to participate in
approved community service with paid time off. Additionally, the company has a monetary
match policy which matches employees' charitable donations up to $500 annually. The
organization also participates in numerous community activities including partnering with a local
school district to sponsor an annual robotics competition; donating scholarships to a local
school, supporting United Way; sponsoring the Red Cross' "Power of the Purse;" and donating
to several community initiatives. The organization also encourages employees to serve on local
and regional committees in professional organizations.
Eliza Jennings has made significant strides to expand its wellness services to older adults in the
Greater Cleveland area. The organization offers free educational programs, assisting and
supporting individuals and families through the variety of changes that occur through aging.
Also, every month, the organization offers free continuing education credits for local nurses,
social workers, and dietitians. Additionally, Eliza Jennings also hosts two annual health and
wellness fairs to assist the community in their wellness.
Each year, EMH employees donate their empty shoeboxes which are filled with toys and
games, baby clothes, hygiene products, and school supplies for low-income children. Last year,
over 250 shoeboxes were delivered to children and seniors.
Excelas gives back to the community by "going local" when possible and making strong efforts
to choose local vendors when it needs to outsource certain services such as accounting,
payroll, information technology, health and wellness services, printing, shipping, catering, office
furniture, internet services, graphic design, and more.
Kaiser Permanente offers a number of educational programs throughout the community. The
organization’s “Educational Theatre Programs (ETP)” produces plays focusing on creating
awareness for HIV/AIDS prevention. This program also helps educate elementary students with
nutrition and exercise, as well as anti-violence and conflict resolution. In 2012, about 7,000
audience members saw an ETP production. The organization also has an internship program
called “INROADS,” which focuses on developing and placing talented minority college students
in businesses and industry settings and preparing them for corporate and community leadership
positions. Another program, “Youth Opportunities Unlimited (YOU),” offers economically
disadvantaged high school students with supportive and meaningful employment experiences in
the health care field.
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In 2012, Panther Expedited Services raised over $50,000 for its annual "Drive to Fill the Truck"
campaign that benefits Toys-for-Tots. The owner and CEO partnered to travel around the
United States in a 22-foot box truck, raising $25,000 in funds and the organization also gathered
employee and community toy donations. In addition, on Valentine’s Day, Panther teams up with
“Prevent Cancer” to sell flowers and match proceeds to raise money for charity.
MetroHealth participates in a number of events that benefit the local Harvest for Hunger
campaign. Staff from 29 departments donated their own money and resources to create gift
baskets on which their colleagues could bid. Employees were invited to drop off canned and
boxed food or make cash donations for the event as well. By supporting all of these events in
2012, MetroHealth employees were able to raise nearly $10,000 for the cause. MetroHealth
also partners with the Cuyahoga County Library to offer free adult health learning programs on
“Managing Stress,” “A Nutritionists View - Living Healthier is Easier Than You Think,”
Understanding Fertility,” “Heart Health Tips for Seniors,” “Survival Guide for Parents - From Car
Seats to Driver’s Seats,” “Brain Health - How to Keep your Brain Active,” and “Heartburn- Is It
Just Part of the Meal Experience.”
At Applied Industrial Technologies, employees enjoy "shopping days" throughout the year which
include books, children's games/toys, jewelry/gem fairs, and a gold exchange day. A portion of
the proceeds went to charity. Additionally, the organization hosts donation days for needy
families in the Cleveland area, which include blood drives, grocery items, and other seasonal
essentials.
At Great Lakes Brewing, staff are provided with the opportunity to participate in the
organization's urban farming initiative. Teams participate in planting and harvesting, and are
rewarded with a delicious crop of fruits and vegetables.
At mbi k2m Architecture, the entire company meets twice a year to reinforce its commitment to
fun and culture. As a team-building and philanthropic activity, the organization partnered with
the Ronald McDonald House and donated six bicycles to families. Teams of five (5) assembled
the bikes, with the members of the team assembling the bikes blindfolded. The blindfolded team
members relied on the rest of their team to provide clear and concise communication in order to
assemble the bikes.
Human Arc has a "Circle of Giving" program which enables employees to give back to the
community through monetary donations. Employees may deduct donations from each pay
period. At the end of each quarter, employees vote on a non-profit or charitable organization
that will benefit from the donations.
In 2012, Shearer's Foods relocated 150 jobs to Massillon Ohio, and as a result, helped increase
traffic to other downtown businesses in the city and improve economic development. Shearer's
was awarded with an economic development grant of $100,000, which Bob Shearer donated
back to the City of Massillon to help the city which was struggling financially, and to entice new
businesses to the city or help existing ones expand.
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InfoCision helps its employees through hardships. Any time an employee has an exceptional
hardship in their life, employees come together to help them. For example, one employee
suffered from a tumor on his head. InfoCision employees donated approximately nine months of
sick time and $10,000 to the employee through an internal fundraiser, and the company
matched it for a total donation of $20,000.
Impacting the community it serves is an inherent part of Hyland Software's culture. The
organization coordinated its third annual "Time to Make a Difference Week" at the Cleveland
Food Bank. Additionally, the organization gives employees 12 hours of volunteer time off per
year to work on a cause of their choice, and through "Done-In-A-Day" volunteer projects, teams
can make an impact on a non-profit in the region.
Great Lakes Brewing Company is committed to improving its community and environment. The
organization donates 1% of annual sales to organizations that improve the communities within
its distribution radius; has released a beer in which 100% of sales are donated to the West Side
Market which was recently damaged by a fire; helped establish Ohio City Farm, the nation's
largest urban farm; and uses its beer and brew pub as a platform for modeling sustainability
through green-building and growing/purchasing local, organic foods.
Flight Options participates in the "Corporate Angel Network" which transports the very ill to
various treatment centers throughout the U.S. In 2012, the organization donated 10 free flight
hours to cancer patients to enable those that need medical treatment, but cannot fund their own
transportation, to get to hospitals/clinics.
EMH developed a program called "Tickets of Caring" to benefit employees who face special
needs. A committee evaluates the needs based on the situations. Thirty employees benefited
from $7,000 that was raised through selling raffle tickets to sporting events, PTO time, special
parking spaces, gift cards, and more. The money was used to purchase gift cards for the
employees in need.
Through January 2013, Paycor has led 174 events and filled 3,695 volunteer opportunities.
Paycor also has a Community Partners program in which employees give their time to the
community. The organization supports this employee-driven program with an intranet page
publicizing events, allowing associates to connect with event leaders, and publish recaps and
pictures to share their community impacts and successes.
In addition to charitable giving activities and fundraisers, PRC Medical acts as a good neighbor
to other businesses in the local community by sharing landscaping services, communicating
business promotions to employees that are mutually beneficial, and offering gift cards/
certificates from locally owned businesses.

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 293 of 298

Winner Benchmarks
Percentage of winners that allow employees to provide non-compensated professional
services
Percent
All Winners

76%

Industry Type
Health & Human Services

88%

Manufacturing

78%

Professional Services

70%

Technology

75%

Other Non-Profit

80%

Other For-Profit

69%

Number of Employees (in NEO)
1-50

65%

51-200

69%

201-500

82%

Over 500

89%

Percentage of winners that communicate or promote volunteer opportunities
Percent
All Winners

96%

Industry Type
Health & Human Services

100%

Manufacturing

89%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

92%

Number of Employees (in NEO)
1-50

91%

51-200

97%

201-500

94%

Over 500

100%
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Percentage of winners that coordinate an organization-wide community service activity
Percent
All Winners

81%

Industry Type
Health & Human Services

71%

Manufacturing

89%

Professional Services

87%

Technology

75%

Other Non-Profit

80%

Other For-Profit

77%

Number of Employees (in NEO)
1-50

65%

51-200

88%

201-500

94%

Over 500

79%

Percentage of winners that organize an organization-wide day of community service
Percent
All Winners

50%

Industry Type
Health & Human Services

59%

Manufacturing

50%

Professional Services

37%

Technology

50%

Other Non-Profit

90%

Other For-Profit

39%

Number of Employees (in NEO)
1-50

35%

51-200

47%

201-500

53%

Over 500

64%
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Percentage of winners that sponsor fundraisers, charitable events, and/or scholarships
Percent
All Winners

99%

Industry Type
Health & Human Services

100%

Manufacturing

100%

Professional Services

97%

Technology

100%

Other Non-Profit

100%

Other For-Profit

100%

Number of Employees (in NEO)
1-50

96%

51-200

100%

201-500

100%

Over 500

100%

Copyright © 2013 NorthCoast 99 l www.northcoast99.org

Page 296 of 298

COMMUNITY
W I N N E R

I M P A C T

%

w employees
of winners allo
d
-compensate
to provide non
rvices
professional se

%

unicate or
m
m
o
c
rs
e
n
in
of w
s
r opportunitie
e
te
n
lu
o
v
te
o
prom
yees
to their emplo

76
96
81
50
%

rdinate
of winners coo
n-wide
an organizatio
rvice activity
community se

%

of winners
organize an
ide
organization-w
nity service
u
m
m
o
c
f
o
y
da

99

%

of winners
sponsor
aritable
fundraisers, ch
r scholarships
events, and/o

86

%

ers at
of top perform
e their
winners believ
rovides
organization p
ortunities
sufficient opp
the
to reach out to
community

Conclusion
This report has summarized how the 2013 NorthCoast 99 Winners are clearly leading by
example when it comes to creating workplaces that attract, retain, and engage top performers in
Northeast Ohio. The stories and examples illustrate how just one person, team, and
organization are creating positive change in the workplace; and the best practices and
benchmark information exemplify how these positive changes are creating a ripple effect in the
Northeast Ohio business community and "illuminating" our region.
We hope the best practices, stories and examples, and benchmark information supplied in this
report help your organization enhance its workplace and position it more competitively to attract,
retain, and engage top talent.
For more information about the 2013 NorthCoast 99 Winners or about how to create a great
workplace, visit www.northcoast99.org.
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