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• World’s most admired companies 2016 (Ranked #2) - Fortune 
• Forbes Top 10 Best Places to Work in 2016 
• The 50 Best Places to Work in 2016 according to employees - Business Insider 
• World’s Best Multi-national workplaces 2016 - Great Place to Work (Ranked #1) 
• 25 Best Global Companies to work for in 2016 (Ranked #1) - Fortune 

• Clear Purpose: Google has a simple motto, ”Don’t be evil.” Its mission is to organise the world’s information and make it 
universally accessible. 

• Fun Corporate Culture: Google communicates an environment of playfulness from whimsical doodles to April Fool’s Day jokes. 
• Freedom and creative outlet: Google encourages people to spend 20% of their time doing something outside their normal 

work function. 
• Transparency: Google founders host a weekly meeting to review news and product launches. A few weeks into every quarter, 

the Executive Chairman presents to Googlers most of the exact materials presented to their Board of Directors at their last 
meeting. 

• Trust: Google solicits feedback and uses it on everything – from how employees prefer to be compensated, to the design of 
their new company bicycles. 

• People Analytics: The team at Google quantifies the effects of all Google’s perks and benefits in order to create programs that 
align with the needs of their employees to help them thrive.  

• Employee Pulse Check: At the end of every year, Google conducts formal employee surveys. Every Friday, company leaders 
conduct employee forums to respond to their top 20 most-asked questions. 

• Perks: Highest average salaries, free late afternoon espresso shots, healthy snack bowls, massages and a full service gym. 
“Death benefits” – paying deceased employee’s spouse or domestic partner 50% of the salary for 10 years. 

“On average, each employee generates nearly $1 million in revenue and $200,000 in profit each year” TLNT (TLNT magazine is an 
industry leader in HR news and insights). Google are one of the most successful companies in the world today; and with the above 
statistics, the true power of non-monetary employee engagement is proven. Google has generated a working environment that 
fosters growth in employee motivation, innovation, productivity and quality of work. 

One of the tenets we strongly 
believe in is if you give people 
freedom, they will amaze you. 

 
- Setty, VP of People Analytics 

and Compensation 

We share everything, and trust 
Googlers to keep the information 

Confidential 
 

- Google’s Chief People Officer, 
Laszlo Bock 

 

Founder Larry Page talking about both purpose and the theory of abundance, 
“We have somewhat of a social mission, and most other companies do not. I 

think that’s why people like working for us, and using our services” “It turns out 
that the reason we’re doing these things for employees is not because it’s 

important to the business, but simply because it’s the right thing to do. When it 
comes down to it, it’s better to work for a company who cares about you than a 
company who doesn’t. And from a company standpoint, that makes it better to 

care than not to care.” 
 

- Laszlo Bock, Google’s Chief People Officer 
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• UK Top Employers 2016 - The Guardian 

• Putting employees first: By listening to employee opinions and their ideas, promoting healthy debates and continuously 
innovating. It’s a win-win, the organisation keeps learning and employees feel important and engage with the organisation. 
Virgin acknowledges that employees who feel listened to, want to reciprocate, they want to do their best, because they feel 
valued and important. 
 

• Employee Recognition: Celebrating employee achievements by identifying star contributors and highlighting brand 
ambassadors. Facilitating peer-to-peer nominations to recognise top performers around the four Virgin values of innovation, 
customer service, community and environment. 

In a world where the interests of shareholders often tops the corporate priority list, Virgin continues to grow by doing 
things in a different order, putting employees first, customers second, and shareholders third - because they see the ROI on 
engaged employees. 

There is no magic formula for creating great company culture. The key is just to treat your staff how you would like to be 
treated. Having a personality of caring about people is important. You can’t be a good leader unless you generally like people. That 

is how you bring out the best in them. Some 80% of your life is spent working. You want to have fun at home; why shouldn’t you 
have fun at work? If people are properly and regularly recognised for their initiative, then the business has to flourish. Why? 

Because it’s their business You are far more likely to be inspired and have great ideas if you love what you do, and can instil that 
spirit of fun throughout your company. 

 
- Richard Branson 
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• World’s most admired companies 2015 – Fortune #7 of 50 Companies changing the world, 2016 - Fortune 

• Performance Feedback Culture:  
Recognised that once managers and leaders incorporate coaching skills and behaviours into their management style, they had 
the critical skills needed to create engagement. In line with the winning formula that they had developed over 30 years, the 
global delivery of the manager coaching programme was high-energy, interactive and, above all, practical. 
 
The project spanned 15 countries in Europe, US and Asia-Pacific and was supported by local Performance Consultants team 
members in each country. Getting the skills out to all managers in a timely manner was key to its success; all managers went 
through the programme in 1 year. 

An Employee Engagement Survey was completed once all the managers had gone through the training. It showed an 
improvement across the board with a noticeable jump in the area of  feedback. 

One of the key objectives of the programme was to improve our Employee Engagement – we have seen significant improvements 
and the programme is recognized as a great success by our senior management. 

 
-  Don K Carter, Vice President of Management Development, Global Talent Development & Org Effectiveness of MasterCard 

Worldwide 
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• World’s Best Multi-national workplaces 2016 – Great Place to Work (Ranked #12) 
• 25 Best Global Companies to work for in 2016 (Ranked #12) - Fortune 

• Focus on wellbeing: Mars believe that wellbeing underpins engagement and productivity. The company believes that 
supporting its associates in managing their health and wellbeing is mutually beneficial to Mars, their associates and their 
families. The overall wellbeing strategy includes a focus on diet and nutrition, physical activity, stress management and smoking 
cessation.  
 

• Health and wellbeing campaign: Included resilience workshops, the opportunity to have blood pressure, cholesterol, BMI, 
glucose checks and 16-week pedometer challenge.  
 

• Focus on holistic employee development: Includes employee advancement opportunities internally, tuition fees, mentorships, 
generous bonuses, paid time off for community service, and competitive internal internships.  

• Turnover in the U.S. is a low 5% or so (excluding the sales force). Some families can claim three generations of employees 
• 89% of employees say their workplace is great. 
• Decreased absence in sales due to mental health related issues 
• Decrease in reported stress levels 
• Increase in reported quality of sleep 
• Increase in reported daily productivity 

It’s really walking around, talking to folks, seeing what they’re doing, and just seeing the passion, and the energy, and the 
commitment they have about their job, about our brand, about the team they work in, about the manager they work for; I mean for 
me that’s where it all comes together. So, I love the experience of engagement and it is very much something at Mars that is here to 

stay as a culture element for us and something we measure and take very seriously. 
 

- Jennifer Schulte, Global VP, People and Organisation 
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• World’s Best Multi-national workplaces 2016 – Great Place to Work (Ranked #11)  
• 25 Best Global Companies to work for in 2016 (Ranked #11) - Fortune 

• Employee Development and Promoting from within: Commitment to employee development and being able to trigger the 
employee’s inner motivation that comes from knowing that they are growing and developing. Continuous development is also 
crucial in order to successfully deal with the constant change all organisations face. 
 

• Empowerment: Empower their employees (whom they call associates) to listen carefully to each other and guests, to be able 
to solve problems and create new solutions, rather than following scripts of what to do in order to make the guest feel special 
and heard.  

High employee retention and long tenure in an industry known for its high employee turnover. 
 

What we are trying to do at Hyatt is attract the right people that care about others, so when they become a part of Hyatt, they are 
very empathetic to their co-workers and their employees. By empathy, we mean listening to and understanding the deeper 

emotional needs of those around us.  
 

Although you need to give them some parameters, you need to also trust them that they will do the right thing and give them that 
freedom. Let them find ways to help each other.  

 
If see someone who has an emotional attachment to what they are doing, it becomes the difference between great service and 

caring. The engaged Hyatt colleague does more than just go through the motions or complete a checklist of tasks. We  encourage 
engagement by being less scripted and having the right people in place. 

 
- Robb Webb, Hyatt’s Chief Human Resources Officer  
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• Glassdoor 25 Best Companies in Britain to work for in 2015, as chosen by employees - Business Insider 

• Partnership: The employee owned partnership model makes employees ‘partners’ of the business and emphasises the shared 
responsibility for services to customers and outcomes of the company. The focus on involving partners in decisions and 
solutions, empowers them to create the best customer experience. 
 

• Inclusion: Empower their employees (whom they call associates) to listen carefully to each other and guests, to be able to 
solve problems and create new solutions, rather than following scripts of what to do in order to make the guest feel special and 
heard.  
 

• Empowerment:  ‘Partners’ took the front row in suggesting, trialling and running with the ideas. Ownership, collaboration and 
a sense of belonging was the undercurrent waves to the success of all the projects. 
 

• Financial perks: Staff also receive employee perks ranging from holiday homes to sailing clubs, theatre outings,  theme park 
admissions, and even a choir, all subsidised. It also one of the dwindling number of companies to operate a final salary pension 
scheme which is funded entirely by the company. 

Many business leaders and many organisations aspire to authenticity, democracy, devolved leadership, transparency and 
openness. JLP and its leadership have long embodied all of these attributes and outperform most of the competition. As many 
organisations struggle to increase levels of employee engagement, many JLP partners (as all employees are known), openly say 
how proud they are to work for the organisation they jointly own.  
 
The high level of trust within the business extends beyond it to its hugely loyal customer base. JLP leaders and all partners 
connect to the organisation’s values, which in turn helps them connect to each other and to customers. 

Partners share in the benefits and profits of a business that puts them first. Employees have a greater say in how their businesses 
are run, not just a bigger share of the profits. A successful economy is one where private interests ultimately serve the broader 
public interest. What companies like John Lewis demonstrate is that this does not have to come at the expense of commercial 

success. 
 

- Tony Greenham, Head Finance and Business at the New Economics Foundation 
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• The 50 Best Places to Work in 2016, according to employees - Business Insider 
• World’s most admired companies 2016 – Fortune  (Ranked #7) 

• Noble purpose: The transporter see themselves as “enablers who help people get to people or places they care about”. This 
makes a big difference in how important the employee sees his/her job and creates a strong emotional connection to their 
role. 
 

• Employee pulse check: Biennial employee surveys to gather candid feedback. 
 

• Employee Recognition Program:  Programs that recognize hard-working employees and those who go above and beyond their 
normal job duties. 
 

• Celebrations: Of company anniversaries and employee achievements 

The airline is the only major airline who has never filed for bankruptcy and has never laid off, furloughed, or given pay cuts to 
employees.  
 
According to a study done by the Department of Transportation, Southwest had the fewest amount of complaints. By keeping 
their company culture fun and engaging, Southwest Airlines stays profitable and on top of its game against other major airlines. 

Love is part of the fabric at Southwest Airlines. Love Field is our headquarters in Dallas. LUV is our three-letter 
symbol on the New York Stock Exchange. It’s a word that we’re not embarrassed to use about how we feel about 

the company, our employees and our customers 
 

- Gary Kelly, CEO 
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• UK Top Employers 2016 - The Guardian  

• Flat organisational structure: This enables job enrichment, providing opportunities for an employee to take on further 
responsibilities to enhance their job satisfaction.  

• Encouraging Employee Feedback: There are opportunities for managers and employees to be engaged in sharing their views 
and ideas including internal employee magazine, morning briefing, intranet, quarterly employee forum and other forms of 
employee voice.  

• Improved communications: Better communications inform all employees about the strategies of the company. These outline 
the aims and direction of the business. They also inform employees about operational (day-to-day) plans which directly affect 
their work.  

• Living the brand values: Making sure that everyone understands and models the brand values.  
• Shared leadership. The model employed is one of transformational leadership where the vision is built at the top but everyone 

engages with the vision through personal leadership.  
• Employee Development: There are three main elements of the democratic leadership approach at Harrods which encourage 

the development of its employees: Talent spotting; Mentoring and coaching and Support networks.  
• Providing opportunities: For promotion; to make decisions; to contribute to a team and to do a variety of tasks and 

encouraging job rotation, job enlargement and job enrichment to provide career development opportunities.  

Having an informed and engaged workforce has resulted in many tangible benefits. Each survey has seen a higher return from 
employees and an improvement in the indicators of employee engagement.  
 
Significantly, 91% of employees have stated in the most recent survey that they are proud to work for Harrods and employee 
turnover has halved in the last five years.  

My views are definitely valued, I’m 
always asked my opinion on things – 

people who do the job are 
acknowledged as a good information 

source 

I had been training new starters - my total enthusiasm for 
the role must have been spotted by Harrods. At the time I 

was unsure about a new opportunity so I didn’t push 
myself but Harrods nudged me in the right direction and 

gave me a chance to succeed’ The values come from what 
we do. 

I like being part of a big brand, it is 
stable but exciting – I feel pride 

coming in on a Monday Morning. I 
enjoy telling people what I do and 

where I work. 

- Hayri Volkan, Retail Manager 
- Laura Gorse, Learning and 
Development Department 

- Jennifer Glyn, Project Manager 
Creative Team 
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• Best places to work in Australia 2016, 2015 & 2014 - Great Place to Work (Ranked #3 in 2016)  
• 10 Best Medium Workplaces in Tech 2016 - Fortune  

• Transparency: Idea of an “open company” where information is shared openly and transparently across the company.  
• Bottom-up Reviews: Employees go online and review their managers by placing a single dot along two axes (Leadership skills 

vs. Management skills). “Leadership skills are having a vision and ability to inspire, engage and motivate and management skills 
as the ability to manage time and resources, plan and provide you with role clarity.” Luijke, VP of Talent for Atlassian.  

• Finger on the Pulse: Using an “Mood-App” developed in-house, employees answer one question a day as they walk out of the 
office. (There are iPads at all exits.)  

• FedEx Days: One day each quarter, employees get to work on anything related to Atlassian products in a team. They have to 
ship whatever they are working on within 24 hours and get an opportunity to present their projects to the entire company.  

• Giving Kudos: Through an internal social network, any employee can send kudos to another. Recognized employees receive a 
handwritten ‘Kudos-card’ and a small gift from human resources.  

• Freedom and creative outlet: Employees are encouraged to spend 20% of their time on product innovation, fixes or projects of 
their own direction and to work on what they think is important regardless of their job description.  

• Community orientation: Gives employees time to support their favoured charity.  
• Perks: Pays new employees to take a holiday of their choice even before they start reporting for work.  

Employee Ratings (Often or Almost  
Always Agree) 
 
• Great Challenges: 96%  
• Great Atmosphere: 97%  
• Great Rewards: 95%  

 
 
 
 
 
 
 

• Great Pride: 97%  
• Great Communication: 95%  
• Great Bosses: 94%  
• People celebrate special events: 95%  
• Management is honest and ethical in  

its business practices: 94%  
 
 
 
 
 
 
 

• Given resources and equipment to do 
the job: 94%  

• Proud to tell others where they work: 
94%  

• Able to take time off work when 
necessary: 94%  

 

“ 
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Employee rewards constantly 
reinforces great work and awesome 
behaviours without needing explicit 
direction or acknowledge from the 

top. 

A desire for social purpose is on the rise. People are 
looking for more than just a job and a pay check; 

they want to feel passionately tied to the work 
they’re doing and feel supported by a company to 

pursue what matters most to them. 

Apart from the fact they are really 
cool and fun... their employees 

really buy into what they are doing, 

- Luijke, VP of Talent for Atlassian. - Jeff Diana, Chief People Officer 
- Zrinka Lovrencic, Managing Director 

Great Place To Work Australia 

AUS 

457 MN 
USD 

2,292 


