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34–38

Action plans, 214–221; choosing 

focus of, 217–218; consulting 

others about, 219–220; critical 

thinking required for, 216–217; 

focusing on strengths, 215, 

216, 218; inventories for, 218; 

mapping gaps in, 218–219; 

reinventory and remap, 221; 

taking steps in, 220–221
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Adobe, 37

Afl ac, 156–157, 168

Agilent, 132

Alston & Bird, 32
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(AAA), 116

American Express, 114–115, 

117–118

American Fidelity Assurance, 
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Analytical Graphics, 145–146
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Arnold & Porter LLP, 144

B

Bain & Company, 141–142
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Becton Dickinson Canada Inc., 
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Benefi ts: expressing corporate 

respect with, 83–84; offering 

company health care, 81; SAS, 
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24–25; SC Johnson’s employee, 

94–95

Benioff, Marc, 143

Best practices, 201, 211–214

Bingham McCutchen LLP, 144

Boston Consulting Group, 5–6, 

31–32, 75, 103, 105, 164

Bright Horizon, 108

Brin, Sergey, 30–31

Brummel, Lisa, 180, 207

Bryson, Elizabeth, 178

Bureau of  Labor Statistics, 13

Burton, Rob, 86, 206–207

Buzachero, Vic, 121–122, 208, 212

C

Camaraderie: building sense of  

community, 167–171; case 

studies for, 176–182; checklist 

for, 174–175; Danone’s 

cultivation of, 199; developing 

at Piscines Ideales, 190–191; 

enjoying other employees, 

162–163; in Great Place to 

Work Model, 4; hospitality 

and, 162–167; importance 

of, 155–158; intimacy and, 

158–162; offering employees 

fi nancial help in crises, 

159–160, 173

Camden Properties, 142

Camden Property Trust: 

case study for, 176–179; 

commitment to employees, 

210; Mentor Program, 172–173, 

178; strong culture at, 206

Campo, Ric, 177

Card, Bob, 124–125

Caring for employees, 77–84; 

about, 77–78; checklist 

of  caring behaviors, 88; 

exemplifi ed in SC Johnson, 

92–95; expressing respect with, 

64; fostering intimacy among 

employees, 158–162; managers 

who are, 77–78, 82, 84, 85, 88; 

promoting work-life balance, 

80–82; work environment 

expressing, 78–80

CarMax, 72

Case studies: Camden Property 

Trust, 176–179; CH2M HILL, 

124–126; General Mills, 89–91; 

Google, 57–60; international 

application of  Model, 

197–199; Microsoft, 180–182; 

PricewaterhouseCoopers, 

53–56; SAS, 24–26; SC 

Johnson, 92–95; Scripps Health, 

121–123; Wegmans Food 

Markets, 149–151; W.L. Gore & 

Associates, 152–154

bindex.indd   232bindex.indd   232 11/1/10   11:39:59 AM11/1/10   11:39:59 AM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



Index 233

Center for Connected 

Government (CCG), 37–38

CH2M HILL: case study in 

fairness, 124–126; company 

values at, 104; cooperation 

at, 170; “Little Yellow Book,” 

108, 125; successful corporate 

acquisitions by, 166

Charmel, Patrick, 47

Chats, 37

Cisco, 189

Collaboration, 73–77; asking 

employees questions, 77; as 

aspect of  respect, 64; checklist 

for, 88; leadership meetings 

for, 74–75; supporting 

boundary-less organizations, 

146; team effort to complete 

job, 137–139; ways companies 

encourage, 75–77

Communications: accessible, 

34–38; challenges in large 

organizations, 36–38; 

frequency and style of, 33–34; 

Gore’s philosophy on, 153; 

importance of  two-way, 29–30, 

51–52; informing employees, 

30–34; leaders demonstrating 

two-way, 50; providing 

constructive criticism, 75; using 

inclusive, 173

Community: checklist for, 175; 

CSR and contributions to, 

142–145, 149–151; developing 

corporate, 167–171; employee 

contributions to, 144–145. 

See also Corporate social 

responsibility

Companies: allowing boundary-

less organizations, 146; 

balancing people and results, 

209–211; bringing meaning 

to employees work, 131–134; 

caring culture in, 93–95; 

communication challenges in 

large, 36–38; demonstrating 

impartiality, 109–110; 

employee ownership of, 

103–104; encouraging pride 

in, 148; exemplary leadership 

in, 147; focusing on strengths, 

215, 216, 218; fostering 

innovation, 69; global interest 

in Great Place to Work 

Model, 5; guiding employees 

in appeals, 114–116; happy 

employees and health of, 3, 

14; having pride in, 139–145; 

how to evaluate trust in, 17–18; 

intolerance toward unfairness, 

117; modeling cooperation 

in, 173; need for camaraderie 
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in, 155–158; offering fi nancial 

help in crises, 159–160, 173; 

passing vision to employees, 

132–133; persistent Credibility 

of, 48–49; pride in corporate 

social responsibility, 142–145; 

recognizing employees, 

71–73; respect as core value, 

61, 63–64; success related to 

pride in, 128, 129; supporting 

employees, 64, 65–70; using 

best practices of  organization, 

201; welcoming new 

employees, 163–167. See also 
Corporate culture; Corporate 

social responsibility; Global 

corporations

Competence, 38–44; checklist 

of, 52; oversight and, 40–42; 

vision and, 42–44

Condolences, 158, 159, 160

Container Store, 153, 172

Cook, Beth, 36

Cooperation: at CH2M 

HILL, 170; modeling, 173; 

trust enhancing, 8. See also 
Collaboration

Coordination skills of  leaders, 

39–40

Core values: appreciating 

workplace, 1–2; bolstering 

fairness with company’s, 

108–109; CH2M HILL’s 

published, 125; ensuring in 

global corporations, 186–188; 

evaluating projects for, 154; 

mission statements of  fairness, 

107–108; pride in company’s, 

139–140; respect in, 61

Corporate culture: developing, 

152–153; developing caring, 

93–95; enjoying other 

employees, 162–163; ensuring 

core experience, 186–188; 

fostering culture of  inclusion, 

110–111, 122–123; intimacy 

and camaraderie among 

employees, 158–162; making 

action plans for, 214–221; 

mentoring as part of, 172–173, 

178; patience in developing, 

208–209; using Culture 

audits, 5–6; welcoming new 

employees, 163–167. See also 
Hiring; Turnover; Welcoming 

new employees

Corporate social responsibility 

(CSR): Cisco’s Earth Day 

events, 190; taking pride in 

company’s, 142–145; Wegmans 

community contributions, 

149–151
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Corporations. See Corporate 

culture; Companies; Global 

corporations

Creativity: balancing global 

consistency with local, 

200; employing in benefi ts 

programs, 25

Credibility, 27–60; about, 

8; applying principles in 

Netherlands, 197–198; 

checklist for, 51–52; ensuring 

establishment of, 49–50; 

establishing competence, 

38–44; evaluating leaders’, 

28; in Great Place to Work 

Model, 4; integrity and, 44–48; 

persisting in demonstration 

of, 48–49; placing function 

before form, 48; predictability 

supporting, 51; trust and, 

27–29, 49; two-way 

communication and, 29–30, 50, 

51–52; upholding corporate, 9

Culture Audits, 5–6

Customer service, 151

CXtec, 164–165

D

Davis, Mike, 89–90, 210

Davis, Ray, 50

Decision making: employee-made 

compensation decisions, 

102–103; engaging employees 

in, 64; fairness in, 98–99; 

impartiality in, 107–110; 

transparency in, 98; W.L. Gore 

& Associates principles for, 

75–76

Deloitte, 163

Departure memos, 160–161

DePeters, Jack, 84, 151

Diversity: corporate support 

for, 112, 113; encouraging 

employee’s, 97; fostering 

culture of  inclusion, 110–111; 

global corporations addressing, 

193–196

DreamWorks Animation, 78

E

EBay, 37, 45–46, 135

Edelman Trust Barometer, 17

Edmans, Alex, 13

Edward Jones, 36, 41

Effi ciency and employee 

satisfaction, 14

Eileen Fisher, 74

Employees: allowing boundary-

less organizations, 146; 

appealing unfair decisions, 

114–116; appreciating 

perspective of, 86; asking 
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questions of, 77; attending 

whole being of, 86–87; belief  

in leader’s competence, 38; 

business success and happy, 

3, 14; camaraderie among, 

10; caring about, 84, 85, 88; 

challenge grants for, 83–84; 

collaborating with, 73–77; 

company pride in, 139–145; 

compensation decisions by, 

102–103; cultivating trust of, 

16–17; developing, 67–68; 

development programs for, 

21–22; diversity encouraged 

for, 97; doing meaningful 

work, 40–42; empowering, 

127, 130–131, 150, 154; 

encouraging innovation 

of, 69; ensuring customer 

satisfaction, 43; equitable pay, 

100–104; gathering feedback 

from, 212–213; giving extra 

to accomplish job, 137–139; 

implementing suggestions 

by, 39–40; improving trust in 

corporation, 11; informative 

communications to, 30–34; 

instilling loyalty in, 39; 

intimacy and camaraderie 

among, 158–162; leader’s 

accessibility to, 34–38; life 

development programs for, 69–

70; long-run stock performance 

and satisfaction of, 13; making 

difference in organization, 

129–131; membership equity 

among, 104–106; mutual 

respect with leaders, 84–85; 

offering fi nancial help in 

crises, 159–160, 173; pride 

in workplace by, 127–128; 

profi t-sharing or ownership 

of  companies by, 103–104; 

promoting work-life balance 

for, 80–82; putting fi rst in 

corporation, 63–64; receiving 

praise from leadership, 

145–146; recognizing individual 

effort, 70–73; retiring, 122; 

SAS’s approach to, 24, 25–26; 

showcasing non-work talents 

of, 161–162; sponsoring 

language training for, 111, 

113; support of, 64, 65–70; 

taking steps in action plans, 

216–217; treating fairly, 110–

113; trust in organizations, 7; 

underperforming teams of, 15; 

understanding value of  results 

and, 209–211; welcoming new, 

163–167; what feels supportive 

to, 65. See also Empowering 
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employees; Welcoming new 

employees

Empowering employees: 

importance of, 127, 130–131; 

Reaktor Innovations’ ways 

of, 192–193; to support 

community, 150, 154; 

Wegmans methods of, 127

EOG Resources, 169

Equity, 100–106; among 

members, 104–106; checklist 

for, 119; defi ned, 100–101; 

equitable pay, 100–104

Erickson Retirement 

Communities, 106

Ernst & Young, 216

F

Failure: learning from, 146–147; 

poor communications and 

leadership’s, 38

Fairness, 97–126; about, 97–100; 

appeals to, 114–116; Canadian 

examples of, 198; CH2M 

HILL case study, 124–126; 

checklist for, 118–120; equity 

and, 100–106; in Great Place 

to Work Model, 4; impartiality 

and, 106–110; importance of  

leader’s, 8; justice and, 

110–116; leadership’s 

responsibility for, 116–118; 

nurturing in corporation, 9; 

Scripps Health case study in, 

121–123; supporting corporate 

diversity, 112, 113. See also 
Diversity; Inclusion

FedEx, 63–64

Feedback: gathering employee, 

212–213; offering praise as, 

145–146; performance, 70–71

Fenlon, Michael, 21

Fiat, 86–87

Financial success: camaraderie 

leading to, 179; employee 

satisfaction and, 12–13; 

related to pride in company, 

128, 129

Focus: for action plans, 

217–218; placing on 

relationships and business, 

18–20; retaining employees 

with corporate, 192

Folliard, Tom, 72

FORTUNE 100 Best Companies 

to Work For list, 5, 13

Four Seasons Hotels, 63, 105

Fun: building camaraderie with, 

156–157; Camden Property 

Trust’s skit nights, 176–177; 

enjoying other employees, 162–

163; making place for, 176–178
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G

Gaps in action plans, 218–219, 

221

Gates, Bill, 187

Genentech, 140

General Mills: attracting younger 

employees, 171; case study 

of, 89–91; keeping human 

side in mind, 210; recruiting 

new employees from friends, 

111–112

Genzyme, 73, 79–80

Georgens, Tom, 165

Global corporations: applying 

Model to multinational 

companies, 186–189; balancing 

corporate strategy with local 

custom, 188–189; cultural 

diversity and inclusion in, 193–

196; empowering employees at 

Reaktor Innovations, 190, 192–

193; ensuring core experience, 

186–188; as great place to 

work, 183–184; international 

application of  Model, 197–

199; using model for smaller 

company, 189–193

Goodnight, Jim, 1, 14, 25–26

Google: being yourself  at, 

194; case study of, 57–60; 

collaboration encouraged at, 

76–77; employee development 

at, 69; encouraging employee 

diversity, 97; gathering 

employee feedback, 212–213; 

informative communications 

at, 30–31; making personal 

contribution at, 131

Gore. See W.L. Gore & Associates

Granite Construction, 115–116

Gratitude, 89–90, 178–179

Great Place to Work Institute: 

Culture Audits by, 5–6; 

international measures of  best 

workplaces, 185; origins of, 2, 

4–5; Trust Index by, 5

Great Place to Work (Levering), 3–4

Great Place to Work Model: 

about, 4; applying to 

multinational companies, 

186–189, 201; global benefi ts 

of, 184–186; international 

application of, 197–199; pride 

in, 4, 9–10; using for smaller 

companies, 189–193; viewing 

from global perspective, 

183–184

Great workplaces: FORTUNE’s 

annual list of, 5, 13; importance 

of  trust in, 7–9; research done 

on, 2–6; trust and performance 

in, 13; understanding value of, 
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1–2. See also Case studies; Great 

Place to Work Model; Work 

environments

Green Mountain Coffee 

Roasters, 83

Griffi n Hospital, 47–48

H

Hiring: considering cultural 

fi t in, 153, 172; Google’s 

guidelines for, 58; role of  

social networking in, 171; 

transparency in decisions, 98. 

See also Turnover

Hoar Construction, 41, 86, 141, 

143, 162–163

Holder Construction, 208–209

Holder, Thomas, 208–209

Holidays, 177

Honesty: challenges of  

corporate, 47–48; contributing 

to corporate integrity, 

47–48; evaluating leader’s 

communications for, 35–36

Hospitality, 162–167; checklist 

for, 174–175; defi ned, 162; 

enjoyment of  other employees, 

162–163; welcoming new 

employees, 163–167

Howland, Jim, 125

Humility, 205–207

I

IKEA, 72

Impartiality, 106–110, 117–118, 

119

Inclusion: addressing in global 

corporations, 193–196; 

communications using, 

173; developing inclusive 

mindset, 200; fostering 

culture of, 110–111, 122–123; 

PricewaterhouseCooper’s 

philosophy of, 55–56

Informative communications, 

30–32

Innovation: corporate 

structure supporting, 131; 

encouraging, 69

Integrity: checklist of, 52; defi ned, 

44–45; honesty’s contributions 

to, 47–48; reliability as part of, 

45–47

Intimacy: camaraderie and, 

158–162; checklist for, 174

Intuit, 146–147

Inventories: making of  strengths, 

215, 216, 218; reviewing and 

remapping gaps, 221

J

JM Family Enterprises, 31, 

159–160
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J.M. Smucker Company, The, 

42–43, 133–134

Job pride: checklist for 

encouraging, 147; doing work 

with meaning, 131–134; 

making difference in 

organization, 129–131

Johnson, Claire, 57

Johnson, Fisk, 92

Johnson, Sam, 92–93

Jupiter Networks, 143–144

Justice, 110–116; checklist for, 

119–120; defi ned, 110; treating 

employees fairly, 110–113

K

Kelly, Terri, 15, 27, 152, 205

Kosterman, Gayle, 93–94

KPMG, 161

L

Lauronen, Vesa, 192

Leaders: accessibility of, 34–35; 

accountability for unfair 

practices, 117; assigning 

meaningful work, 40–42; 

balancing global and local 

needs, 200; being mindful 

of  employee’s whole being, 

86–87; building fairness, 8, 

99, 116–118; championing 

inclusive mindset, 200; 

communications linked to 

failures as, 38; “connecting 

dots” for employees, 

132–133; considerations for 

communications by, 33–34; 

consulting others about action 

plans, 219–220; contributions 

toward camaraderie, 

155–156; coordination skills 

of, 39–40; creating action 

plans, 214–221; credibility 

of, 28; cultivating trust, 8, 

16–17, 174; demonstrating 

competence, 44; developing 

employee’s professional 

worth, 65–70; directing 

outcomes toward people or 

results, 209–211; employees’ 

belief  in competence of, 

38; encouraging workplace 

pride, 145–146; ensuring 

fair employee pay, 101–102; 

evaluating best practices for 

change, 213–214; expressing 

sincere interest, 82–83; 

focusing on relationships and 

business, 18–20; fostering 

strong relationships among 

employees, 159–162; hiring 

people for cultural fi t, 153, 
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172; impartiality for, 107; 

implementing employee 

suggestions, 39–40; importance 

of  predictability in, 51; 

learning from failures, 146–

147; modeling cooperation, 

173; mutual respect with, 8, 

62–63, 84–85; perspective 

for taking action, 204–205; 

pipeline in General Mills, 91; 

receptivity to young employees, 

182; recognizing individual 

effort, 70–73; responsibility 

and humility in, 205–207; 

as role model, 71, 87; setting 

tone in company pride, 147; 

succession planning for, 108; 

supporting boundary-less 

organizations, 146; taking 

employee’s perspective, 86; 

two-way communications with, 

50; using best practices, 201; 

wage caps on salaries of, 102. 

See also Managers

Learning from mistakes, 90

Levering, Robert, 2–4, 7

Lincoln Industries, 81–82

“Little Yellow Book” (Howland), 

108, 125

Loyalty: cultivating by attending 

to employee needs, 93; 

instilling employee, 39

Lyman, Amy, 4, 73

M

Mackey, John, 102

Make Their Day! (Ventrice), 73

Managers: accountability for 

unfair employee treatment, 

117; being mindful of  

employee’s whole being, 86–87; 

caring about employees, 

77–78, 82, 84, 85, 88; 

combining business and people 

skills for, 63–64; examples 

of  great, 89–91; helping 

employees succeed, 65–70; 

hosting career development 

lunches, 67; seeking best ideas, 

74; supporting employee 

development, 90–91; using 

recognition programs, 71–73

Mann, Jennifer, 25

Marriott International, 111

Mattel, 135–136

Mayo Clinic, 161–162

McIntire, Lee, 126

McLean, Margaret, 104

Medtronic, 133, 199

Men’s Warehouse, The, 160

Microsoft: balancing 

responsibility and humility at, 
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207; believing you can make a 

difference at, 130; developing 

employee’s professional worth, 

66; encouraging innovation at, 

69; ensuring core experience, 

187–188; myStory competition 

at, 136; refl ecting respect 

in work environment, 78, 

79; support for manager 

communication at, 33; talent 

pipeline for, 19; welcoming 

new employees, 180–182

Milliken, 40, 70

Mistakes, 90

MITRE Corporation, The, 37

Moran, Frank, 9

Moritz, Bob, 53, 54, 209

Moskowitz, Milton, 2–4, 7

Multinational corporations. See 
Global corporations

N

NetApp, 165

New York Times, 3
Nike, 47

Nordstrom, 28, 63

Novartis, 188

Nugget Market, 105–106

O

O’Brien, Patrick, 77, 208

Oden, Keith, 173, 177, 178, 206

OhioHealth, 165–166

Onboarding programs. See 
Welcoming new employees

1/1/1 business model, 143

100 Best Companies to Work for in 
America, The (Levering and 

Moskowitz), 3

Orientation programs: Camden’s, 

172–173, 178; orienting new 

staff, 163–164, 165, 180–182

Oversight, 40–42

P

Page, Larry, 30–31

Parella, Tony, 11, 99–100

Pay: employee-made decisions on, 

102–103; equitable, 100–104; 

reviewing, 118

Performance: focusing on 

successful, 71; recognizing 

outstanding employee, 70–73; 

satisfi ed employee’s, 13

Perkins Coie, 112, 163

Pfeffer, Jeffrey, 14

Piscines Ideales, 190–191

Pitasky, Scott, 181–182

Plante & Moran, 8–9, 160–161

Powell, Kendall, 90

Praise, 145–146

PricewaterhouseCoopers LLP, 

21; balancing passion and 

patience, 209; case study of, 
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53–56; inclusion at, 194–195; 

talent development for, 

112–113

Pride, 127–154; about, 127–128; 

building, 145–146; checklist 

for, 147–148; company, 

139–145; cultivating at 

Medtronic, 199; developing 

personal, 129–134; in Great 

Place to Work Model, 4, 9–10; 

in team’s accomplishments, 

134–139

Principal Financial Group, 

132–133

Profi t-sharing by employees, 

103–104

Promotions: encouraging 

employee, 67–68; impartiality 

and fairness in, 109–110, 

117–118

Publix Super Markets, 103, 109, 

142

Q

Qliktech, 188

QUALCOMM: championing 

fairness, 116–117; fostering 

innovation, 76; team efforts 

at, 136; welcoming acquired 

employees, 167

Quicken Loans, 35, 69–70

QuikTrip, 118

R

Reaktor Innovations, 190, 

192–193

Recognition programs: 

PricewaterhouseCooper’s, 55; 

recognizing individual effort, 

71–73; supporting equity with, 

105–106

Recruiting diverse employees, 

112–113

REI (Recreation Equipment Inc.): 

challenge grants for employees, 

83–84; corporate responsibility 

of, 142–143; employee pride 

at, 9–10

Relationships: behaviors for 

building work, 23; camaraderie 

in, 10–11, 155–156; fostering 

strong employee, 159–162; 

importance of, 6–7, 18–20; 

improving underperforming 

team’s, 15; managers 

cultivating with employees, 

77–78, 82, 84, 85, 88; pride 

and, 9–10; supporting pride via 

employee’s work, 129; trust in 

workplace, 7–9; understanding 

best practices and, 213–214. 

See also Camaraderie

Reliability, 45–47

Research on great 

workplaces, 2–6

bindex.indd   243bindex.indd   243 11/1/10   11:40:02 AM11/1/10   11:40:02 AM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



Index244

Respect, 61–95; acknowledging 

individual effort, 70–73; being 

role models for, 87; benefi ts 

that express, 83–84; case 

studies in, 89–95; checklist 

for, 87–88; collaborating with 

employees, 73–77; defi ned, 

61; demonstrating mutual, 8, 

84–85; developing employee’s 

professional worth, 65–70, 

198; encouraging employee 

innovation, 69; expressing 

sincere Interest, 82–83; 

General Mill’s day-to-day 

employee support, 89–91; in 

Great Place to Work Model, 

4; leaders’ understanding of  

workplace, 62–63; manifesting 

employee support, 64; 

nurturing in corporation, 

9; promoting work-life 

balance, 80–82; supporting 

individual effort, 70–73; work 

environment as expression of, 

78–80

Respect Behavioral Checklist, 

87–88

Responsibility, 205–207

Responsibility-based management 

(RBM), 41–42

Retention. See Turnover

Retiring employees, 122

Rewarding employees, 72–73, 

199

Rohman, Jessica Cross, 179

Role models: focusing on 

successful performance as, 71; 

leaders as, 87

Russell Investment Group, 12

S

Salesforce.com, 143, 171

Salzmann, Ben, 6

&samhoud, 197–198

SAS: case study of, 24–26; 

grieving death of  employees, 

160; promoting work-life 

balance for, 80–81; refl ecting 

respect in work environment, 

79; respect for employees at, 

61; talent pipeline for, 19; 

treating people right at, 14

SC Johnson: attitude toward 

unfairness, 117; case study 

of, 92–95; encouraging 

collaboration, 77; expressing 

interest in employees, 83; 

giving extra to accomplish 

job, 137–138; integrating 

new employees into, 46–47; 

leader support for employee 

camaraderie, 159; linking 
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people and strategies, 208

Scharringhausen, 

Cindy, 210

Scripps Health: becoming great 

place to work, 11–12; case 

study in fairness, 121–123; 

developing employee’s 

professional worth, 66–67; 

empowering change within, 

206; gathering employee 

feedback, 212–213; rounding 

schedules at, 169, 212; 

understanding link from 

strategies to people, 208; views 

on people and results, 210–211

Semrau, Kelly, 92–93, 95

Shared Technologies, 11, 99–100

Stanbrook, Steven, 117

Starbucks, 10, 46, 173

Stavridis, Stelios, 190, 191

Stew Leonard’s, 43

Sun Microsystems, 157

Support: acknowledging 

individual effort, 70–73; 

checklist for, 87–88; for 

employee’s professional worth, 

65–70; General Mill’s day-

to-day employee, 89–91; 

for Microsoft manager’s 

communications, 33; ways of  

manifesting, 64

T

T-Mobile, 102

Taking action: balancing 

responsibility and humility, 

205–207; enabling passion and 

patience, 208–209; leaders’ 

perspective for, 204–205; 

making action plans, 214–221; 

making fi rst step, 220–221; 

where to start, 203–204. See also 
Action plans

Talent pipeline: Bright Horizon’s 

succession planning, 108; 

Microsoft’s and SAS’, 19; 

PricewaterhouseCoopers LLP, 

112–113

TDIndustries, 103, 107–108, 113

Teams: camaraderie enlivening, 

176–177; checklist for, 148; 

community involvement by, 

144–145; developing shared 

purpose among, 168–169; 

encouraging pride among, 

134–139; giving extra to 

accomplish job, 137–139; 

sharing vision with, 43–44

Telefonica O2 UK Ltd, 195–196

Tindell, Kip, 172

Training: encouraging career 

development with, 65–67; 

General Mills’, 91; sponsoring 
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language, 111, 113; supporting 

equity with foundational, 105

Trust: credibility and, 27–29; 

defi ning great workplace with, 

190; engaging action plans 

from place of, 217; establishing 

among top leadership, 49; 

helping leaders develop, 22; 

how to evaluate corporate, 

17–18; importance of  in 

workplace, 7–9; improving 

workplace, 11–12; leaders role 

in cultivating, 16–17, 174; 

performance of  companies 

with high, 13; role of  

fairness in, 97–98; upholding 

employees’, 47–48

Trust Index, 5, 82, 98

Turnover: camaraderie to 

counter, 180; company pride 

reducing, 141–142; departure 

memos, 160–161; focused 

mission slowing, 192; pride in 

work lowers, 128–129; trust 

and lower rates of, 18

U

Umpqua Bank, 50, 109–110

U.S. Green Building 

Council, 79

V

Valero Energy Corporation, 103, 

166–167

Values. See Core values

Van Gorder, Chris, 11–12, 206, 

210–211

Ventrice, Cindy, 73

Vision: as aspect of  competence, 

42–44; instilling in employees, 

132–133

W

Weddle, Jim, 36, 41–42

Wegman, Bob, 84

Wegman, Colleen, 149

Wegman, Danny, 15, 149, 150, 

221–222

Wegmans Food Markets: 

camaraderie at, 157–158; 

doing right thing at, 15; 

employee pride at, 138–139; 

empowering people at, 127; 

fairness at, 118; importance of  

values at, 221–222; “Meeting 

In a Box” communications, 33; 

taking interest in employees, 82

Welcoming new employees: 

Camden’s Mentor Program, 

172–173, 178; Microsoft’s efforts 

in, 180–182; orienting new staff, 
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163–167, 180–182; welcoming 

acquired employees, 166–167

Whole Foods Market: developing 

community among team 

members, 168–169; hiring 

decisions at, 98; sharing vision 

with teams at, 43–44; Wage 

Disclosure report, 102; Whole 

Planet Foundation of, 144–145

Whole person: health benefi ts 

tailored to, 81–82; managers 

who attend to, 86–87

W.L. Gore & Associates: 

collaborating with employees, 

75–76; employee development 

at, 67–68; innovative culture 

at, 152–154; pride in team at, 

134; renewing entrepreneurial 

spirit in, 19; signs of  credibility 

at, 27; stewardship of  culture 

at, 205; support for diversity 

at, 113; taking interest 

in employees, 82; team 

development at, 15

Work environments: expressing 

respect for employees, 78–80; 

Gore’s philosophy on, 153; 

supporting corporate culture, 

135–136

Work-life balance: promoting for 

employees, 80–82; Quicken 

Loans’ support of, 69–70

Workgroup managers, 32

Workplaces. See Great workplaces

Workplaces. See Work 

environments; and specifi c 
companies

Z

Zappos.com, 39
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THE GREAT 
WORKPLACE: 

Building Trust and Inspiring 
Performance Facilitator’s  

Guide Set 

Michael Burchell | Jennifer Robin 

ISBN: 978-0-470-59835-1/2| US $225.00 | CAN $270.00 

The Great Workplace lays out ideas that can help turn any workplace into a great one. At Zappos
.com, we take these ideas seriously. Our company culture is our #1 priority. —Tony Hsieh, 
CEO, Zappos.com, Inc. and #1 New York Times bestselling author, 
Delivering Happiness

The Great Workplace: Building Trust and Inspiring Performance 
Facilitator’s Guide Set is a training package and assessment tool that introduces 
the concept and model behind A Great Place to Work (where employees trust the 
people they work for, have pride in what they do, and enjoy the people they work 
with),  developed in 1984 and validated through its enduring resonance in both the 
United States and in 40 countries around the world. This training package provides 
 strategies and development activities for applying the model in the workplace.

Great Place to Work® Institute has been conducting research on the characteristics 
of  great workplaces for more than 25 years. Their research shows that leaders and 
 managers in great workplaces strive to create a culture of  trust in the workplace, 
 fostering an environment in which employees take pride in what they do and enjoy the 
people they do it with. The model they have developed refl ects these key relationships 
and further defi nes how it all plays out in the Five Dimensions of  a Great Place to 
Work: Credibility, Respect, Fairness, Pride, and Camaraderie.

Learn more at www.pfeiffer.com/go/greatworkplace
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