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Great Place to Work® Institute proudly presents 
the 100 Best Workplaces in Europe 2007. The 
list is stronger than ever and the companies 
show how unique workplace cultures can create 
hugely successful businesses. 

The 100 Best Report shares a wealth of 
inspiring practices, cases and findings that 
illustrates what it takes to become a great 
workplace. 

The 15 national Great Place to Work® Institutes 
have elaborated the data for this report and the 
publication of the fifth list of the 100 Best 
Workplaces in Europe. Great Place to Work®
Europe has produced the list and this report.

Enjoy!

Key findings 3

The list of the 100 Best 4

Best in Europe by size 5

Best in Europe by industry 6

European Workplace of the Year 7

Top 10 10

Demographics 20

Business success 22

Innovation 23

Work-life balance and training 24

Voluntary employee turnover 25

Absenteeism 26

Disability 27

Five years of improvement 28

Better than the US and LatAm 29

The European Trust Champions 30

Unique case stories 32

Background and methodology 56

Table of content



3

�x The Italian luxury car-maker Ferrari is 
“The European Workplace of the Year”. 
Ferrari has built a unique workplace 
culture around the brand and created an 
incredible team-spirit and trust 
environment. 

�x The 100 Best Workplaces in Europe 
grow fast! During the past 12 months 
these companies have achieved a 
remarkable growth of staff by 12.6% or 
more than 13,000 people! 

�x Are they successful companies? You 
bet, the 100 Best Workplaces in Europe 
grow revenue 20% on average.

�x Throughout Europe, the Best 
Workplaces studies show a significant 
lower absenteeism among the Best 
Workplaces compared with the labour 
market in general. 

�x On average, the 100 Best Workplaces in 
Europe receive six times as many job 
applications as their total number of 
employees. 

�x The 100 Best save costs on hiring and 
training – the voluntary employee 
turnover is on average 8.5%. 

�x Six companies have made the European 
list all five years that it has existed. 
These companies are recognized as “the 
European Trust Champions”. Strong 
continuity in the top management seems 
to be a key factor behind this remarkable 
achievement. 

�x The average Trust Index© scores for the 
100 Best Workplaces in Europe are 
better than the 100 Best Companies to 
Work for in the US and in Latin America. 

�x The list is stronger than ever – the Trust 
Index© results have been increasing 
consistently during the five years of 
existence. 

�x With 21 companies on the list, Germany 
is the single country with most European 
Best Workplaces 2007. 

Key findingsQuick facts 

�x More than 1000 European companies 
participated. 

�x The European list is based on 
national studies in 15 European 
countries.

�x Great Place to Work® Institute carries 
out similar studies in 30 countries 
worldwide, which makes this the 
largest annual study of workplaces in 
the world. Worldwide, more than 
3000 companies participate in the 
study. 

�x All participating companies carry out 
an employee survey and a Culture 
Audit© (a workplace analysis of 
culture, policies and practices).

�x Two-thirds of the scores used to 
determine the Best Workplaces are 
based on the responses in the 
employee survey. 

�x For more than 25 years, Great Place 
to Work® Institute has been 
investigating great workplaces. 

See more about Great Place to Work®

Institute at page 56. 
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Workplaces 

100 Best Workplaces 2007

100 Best Workplaces in Europe 2007 –Top 10 and 11-100 in alphabetical order
No. 1 Ferrari, Italy                                                                                                                                                                                                                                           E.ON Ruhrgas, Germany                                                                                                                                                                                                                                              Pfizer, Norway                                                                                                                                                                                                                                                        
Top 10 Andarr, Netherlands                                                                                                                                                                                                                                                         eBay, Ireland                                                                                                                                                                                                                                                           Premier Group, Ireland                                                                                                                                                                                                                                                 
Top 10 Beaverbrooks the Jewellers, UK                                                                                                                                                                                                                             Eli Lilly*; Norway, Spain, Sweden                                                                                                                                                                                                                       Procter & Gamble*; Austria, Spain, UK                                                                                                                                                                                            
Top 10 Cisco Systems, Germany E-office, Netherlands                                                                                                                                                         Qbranch, Sweden
Top 10 ConSol Software, Germany                                                                                                                 ETHICON, Germany                                                                                                                        Raiffeisenlandesbank Vorarlberg, Austria                                                                                            
Top 10 Cushman & Wakefield, Portugal                                                                                                       FedEx Express, Belgium   Randstad*; Belgium, Germany, Netherlands                                                        

FIM Group, Finland                                                                                                                                                                                              Real Seguros, Portugal                                                                                                                                                                                        
Top 10

Microsoft*; Belgium, Denmark, 
Finland, Germany, Greece, Ireland, 
Italy, Netherlands, Norway, 
Portugal, Spain, Sweden                                                                                                                                                                                                     Finn.no, Norway                                                                                                                                                                                   Roche Pharmaceuticals, Denmark                                                                                                                                                            

Top 10 PISCINES IDEALES, Greece                                                                                                                                        Fishburn Hedges, UK                                                                                                                                       Roskilde Bank, Denmark                                                                                                                                

Top 10 SAS Institute*; Norway, Sweden                                                                                                       Frøs Herreds Sparekasse, Denmark                                                                                    SAP, Germany                                                                                               

Top 10 Schoenen Torfs, Belgium                                                                                                     Gasum, Finland                                                                                                     Sapient, Germany                                                                                              
Abbott Laboratories, Ireland                                                                             GENESIS PHARMA, Greece                                                                                              Schindlerhof, Klaus Kobjoll, Germany                                                                        
ACCENT, Belgium                                                                                        Google, Ireland                                                                                                                  Sevel, Italy                                                                                                                         
Accenture, Ireland                                                                                                           Happy, UK                                                                                                                   SICK, Germany                                                                                                                

Admiral Group, UK                                                                                                      Heiligenfeld Kliniken, Germany                                                                                                  Sigmar Recruitment, Ireland                                                                                            

Airtricity, Ireland                                                                                          impuls, Germany                                                                                                            
ALD Automotive , Finland                                                                                  ING Direct, UK                                                                                      

Soziotherapeutische Einrichtung Laufer Mühle, 
Germany                                                                                                                                                                                                                   

American Express Services Europe, Italy                                                        Innovex, Germany                                                                                    Starbucks Coffee, UK                                                                           
Amgen Biofarmacêutica, Portugal                                                                           Irma, Denmark                                                                                    Talent & Pro, Netherlands                                                               
Autisme Center Vestsjælland, Denmark                                      Kantega, Norway                                                   Tekonivelsairaala Coxa, Finland                                                                                                                                                                                                                                       

Bain & Company, France                                                                                                                                                                                                                                                 Lands' End, Germany                                                                                                                                                                                                                                                The SG Group, UK                                                                                                                                                                                                                                                   

BMW, Portugal                                                                                                                                                                                                                                                    Liberty Seguros, Portugal                                                                                                                                                                                                                                                TomTec Imaging Systems, Germany                                                                                                                                                                                                                                     

Boehringer Ingelheim, Denmark                                                                                                                                                                                                                                    Man Investments, Ireland                                                                                                                                                                                                                                                Trodat, Austria                                                                                                                                                                                                                                            

Brightwater Group, Ireland                                                                                                                                                                                                                                             Management Events, Finland                                                                                                                                                                                                                    T-Systems, Austria                                                                                                                                                                                                                                        

British Gas Business, UK                                                                                                                                                                                                                                           Mapfre Seguros Gerais, Portugal                                                                                                                                                                                                                                         TV2 ØST, Denmark                                                                                                                                                                                                                                                      

CB Richard Ellis, Ireland                                                                                                                                                                                                                                   Maybourne Hotel Group, UK                                                                                                                                                                                                                                  UBS, UK                                                                                                                                                                                                                                                 

CIBA Vision, Germany                                                                                                                                                                                                                               Middelfart Sparekasse, Denmark                                                                                                                                                                                                                   Unicarepharmacy, Ireland                                                                                                                                                                                                                 
Clontarf Castle Hotel, Ireland                                                                                                                                                                                                 Morgan Stanley & Co International, France                                                                                                                                                                              UNIMERCO, Denmark                                                                                                                                                                                                 
Coca-Cola, Italy                                                                                                                                                                                        Nice-business Solutions, Finland                                                                                                                                                                            Unique, Belgium                                                                                                                                                                                                 

CSU Total Care, Netherlands                                                                                                                                                                                Novo Nordisk*; Norway, Sweden                                                                                                                                                                   Vedior Personaldienstleistungen, Germany                                                                                                                                         
Cultivator, Denmark                                                                                                                                                        Novozymes, Denmark                                                                                                                                                Vitae, Netherlands                                                                                                                                         
Danone, Spain                                                                                                                                OC&C Strategy Consultants, Germany                                                                                                     W.L. Gore & Associates*; France, Germany, UK           
Diageo, Ireland                                                          Oracle*; Austria, Denmark          XEROX HELLAS, Greece                                                                                                                                                                                                                                                   

dm drogerie markt, Austria                                                                                                                                                                                                                                         Pepsico, France                                                                                                                                                                                                                                                 3M, Germany                                                                                                                                                                                                                                          
* This is a company that has entered the European List with entities from different European countries. The company's position on the list is determined by 
the average total score of the companies that have made it to the European List.
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Best in Europe by Size

Best in Europe by Size (2-5 in alphabetic order)
No. 1 ConSol Software, Germany                                                                                                                                                                               
Top 5 Andarr, Netherlands
Top 5 Cushman & Wakefield, Portugal                                                                                                                                   
Top 5 PISCINES IDEALES, Greece                                                                                                                       

50-250 employees

Top 5 SAS Institute*; Norway, Sweden                                                                                                 
No. 1 Cisco Systems, Germany
Top 5 Beaverbrooks the Jewellers, UK                     
Top 5 CIBA Vision, Germany                                                                                                                                                                                                                                              
Top 5 Microsoft*;Belgium, Denmark,

Finland, Germany, Greece, Ireland, 
Italy, Netherlands, Norway, Portugal, 
Spain, Sweden                                                                                                                                                                         

251-1000 employees

Top 5 Schoenen Torfs, Belgium                                                                                                                                                   
No. 1 Ferrari, Italy                                                                                                                    
Top 5 E.ON Ruhrgas, Germany                                                                                                      
Top 5 Irma, Denmark                                                                                                 
Top 5 SICK, Germany

More than 1000 employees

Top 5 3M, Germany   
*The size category of an MNC is determined by the average number of employees of the subsidiaries that made
 it to the EU-List
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Best in Europe by Industry
.

Best in Europe by Industry – in alphabetic order
No. 1 Andarr, Netherlands
Top 3 Unique, BelgiumProfessional Services (out of 21)
Top 3 Vitae, Netherlands
No. 1 Ferrari, Italy
Top 3 BMW, PortugalManufacturing (out of 20)
Top 3 PISCINES IDEALES, Greece
No. 1 Cisco Systems, Germany
Top 3 ConSol, GermanyInformation Technology (out of 17)
Top 3 SAS Institute; Norway, Sweden
No. 1 Middelfart Sparekasse, Denmark
Top 3 Frøs Herreds Sparekasse, DenmarkFinancial Services (out of 16)
Top 3 Liberty Seguros, Portugal
No. 1 Roche Pharmaceuticals, Denmark
Top 3 Amgen Biofarmacêutica, PortugalPharmaceuticals & Biotechnology 

(out of 9) Top 3 Boehringer Ingelheim, Denmark
No. 1 Schoenen Torfs, Belgium
Top 3 Beaverbrooks the Jewellers, UKRetail (out of 7)
Top 3 Irma, Denmark

Health Care (out of 4) No.1* Heiligenfeld Kliniken, Germany
Hospitality (out of 3) No.1* Schindlerhof, Klaus Kobjoll , Germany
Real Estate (out of 2) No.1* Cushman & Wakefield, Portugal
Media (out of 1) No.1* TV2 Øst, Denmark
*For industries represented with less than 6 companies on the European List, only a "Best Workplace" has been 
  identified.
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Great Place to Work® Institute is proud to 
present Ferrari as “The European Workplace of 
the Year”. The survey and evaluation of Ferrari 
as a workplace have shown remarkable 
consistent results on the basis of a unique 
culture that builds trust, pride and camaraderie. 
Enjoy the case story of the Best Workplace in 
Europe 2007. 

Ferrari

Operating as part of Fiat S.p.A., the history of 
Ferrari is synonymous with automobile 
excellence. Ever since 1947, when Ferrari’s 
125 S first triumphed in competition, the Italian 
auto maker with the prancing horse logo has 
become one of the world’s most respected 
luxury brands. 

Of course, no one understands this better than 
the company’s 2850 Italian employees. “We are 
aware that we are working to perpetuate a 
myth,” comments one employee in this year’s 
the Great Place to Work® Trust Index© Survey. 
“Ferrari is unique in the world.”

One of the keys to the company’s outstanding 
success has been its high-quality work 

environment. This is not by accident. Ferrari 
invests time and resources in creating a 
comfortable and stimulating organizational 
climate, where people feel motivated and 
involved, and where they can make the most of 
themselves while working as part of a team.

As part of its culture, Ferrari stresses 12 values, 
which are presented as 12 cylinders of a finely 
tuned motor. Values include Tradition and 
Innovation; Individual and Team; Passion and 
Sports Spirit; Territoriality and Internationality; 
Ethics and Profit; and Excellence and Speed.

The company also provides an exhaustive list 
of programs to welcome and induct new hires. 
These include a “welcome day” at which 
employees receive their “Ferrari Passport,” a 
personal document with the welcome of 
President and the description of the company 
site, procedures, practices and opportunities; 
the Code of Conduct, a pocket book with a 
description of the policies and expected 
behaviours; and an innovative training program 
called “The Route of Christopher Columbus,” a 
basic training program that spends two days 
teaching people to live the Ferrari values, three 
days on communication and organizational 
skills.

The European Workplace of the 
Year 2007
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This orientation is part of a broader Ferrari 
training program, called “Routes of Knowledge,” 
which draws upon the theme of travelling and 
exploration, with development linked to 
explorers’ curiosity and desire to discover what 
lies over the horizon. The program covers 
everything from technical training to computer 
and language skills, with specific training linked 
to different explorers: Charles Lindbergh for the 
Managers’ Institutional Training, Neil Armstrong 
for Leaders’ Continuous Training, Marco Polo 
for Workers’ Training, etc.

Ferrari is home to several distinctive 
development programs, including Learning 
Point, an e-learning center; English Club, 
designed to improve employees’ English 
conversation and comprehension; and 
Creativity Club, which stimulates employees’ 
original thinking through meetings with artists, 
theatrical actors, chefs, and other creative 
souls.

Within six months of their hiring, employees 
participate in “Campus Ferrari,” a meeting that 
includes interactive quizzes and multi-media 
presentations covering topics such as “Do you 
know your company?” and “Travel into Ferrari’s 
History”. The program ends with a dinner 
exploring creativity and innovation.

“Ferrari offers growth opportunities that I never 
found in my previous work experiences,” 
comments one employee. “Managers are my 
friends. Here people say hello each other with a 
smile.”

Ferrari’s leaders also pay careful attention to 
maintaining a clean, safe working environment; 
the factory and offices are designed with 
temperature controls, natural lighting, and noise 
control. “We work in a serene and very clean 
environment, where passion and perseverance 
are rewarded,” says one employee.

The company also provides incentives through 
innovative reward programs, many tied to the 
car-racing theme. Through the “Grand Quality 
Prix” program, employees “race” around a 
metaphorical track by offering ideas, 
suggestions and innovative solutions that, if 
approved and implemented, increase their 
individual scores. Employees who reach either 
of two “pit stops” or the finish line receive an 
award.

The “Fiorano Race” is a race between 10 
working teams, who challenge themselves with 
quality improvement projects to achieve three 
intermediate metaphorical goals: “pole position” 
(after four months), “fastest lap” (after the 
second four months); “checkered flag” (for the 
third four-month period); and “the winner’s 
platform” (at the end of the “racing” season). An 
evaluation committee assigns a score to every 
project, and determines winners for period.

Ferrari offers its employees a variety of 
generous time-saving benefits to balance their 
work and personal lives. The company recently 
developed “Maranello Village,” a residential 
village close to the Ferrari site where 
employees may book and rent an apartment. 
The company offers a wellness program that 
includes a medical check-up for employees and 
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their children, consultations with specialists, 
and free medical visits at an internal wellness 
center, as well as one free year at the fitness 
center. The company also houses an on-site 
travel agency, real estate agency, bank, 
express photo center, home repairs service, 
and an “Automobile Club d’Italia”.

Of course, one of the greatest perks of working 
at Ferrari is the opportunity to take pride in the 
company’s strong tradition and indulge a 
passion for automobiles. To this end, every 
employee receives two tickets to the Imola and 
Monza F1 races, and to the GT championship. 
They also get to see new Formula 1 and GT 
cars before they are shown to the public.

“Many people here wear the Ferrari logo. That 
means a great attachment to the company and 
to its values,” says one employee. “I am proud 
to be part of this company, where we are all one 
family, part of a team of excellent people 
working well together. We work for a common, 
important, and unique objective: to help Ferrari 
to continue to be a part of history.”
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The 10 Best Workplaces are highlighted on the 
list of the 100 Best Workplaces in Europe 2007. 
In alphabetical order we will provide a brief 
profile of these unique companies.

Andarr Netherlands
Industry Management consulting 
European list 
recognitions

2007

63 employees Women  14%
Men        86%

When the members of this 
management consulting 
company faced an economic 
downturn in 2003, they were 
determined to maintain their 
employee-centric culture. They 
hired an external consultant to 
help the organization’s 
members to talk to each other, 
and formed a cross-divisional 
team dedicated to 

organizational development.

Since then, Andarr has seen its revenues 
increase by seventy percent, and the company 

enjoys a low rate of voluntary turnover (3% 
during the past two years). 

The company more recently developed a “five-
year plan” by forming cross-divisional project 
teams of employees. Senior managers 
gathered ideas together, shaped them into a 
strategy, and presented the results to the 
employees, who in turn were given a chance to 
provide still more feedback.

�x Ninety five percent of employees 
surveyed in the Great Place to Work 
Trust Index© survey said that they 
“plan on working at Andarr for a long 
time,” while 100% agreed that “Andarr 
is a friendly place to work.”

�x Employees get 36 paid vacation days, 
and also can take unpaid sabbaticals 
(one employee recently left for two 
years to go cycling from Alaska to 
Argentina).

Andarr’s Great Place to Work Trust Index© 
survey scores serve as evidence of the culture 
of collaboration, trust, and respect: 98% of the 
employees responded positively that 
“management trusts people to do a good job 
without watching over their shoulders”; 100% 
agreed that “management recognizes honest 
mistakes as part of doing business”; and 95% 

The 10 Best Workplaces 
in Europe 2007
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of employees responded in the survey that 
“people are encouraged to balance their work 
life and their personal life.”

Please read the full case story on Andarr later 
in this report. 

Beaverbrooks the 
Jewellers

UK

Industry Retail jewellery
European list 
recognitions

2005, 2006 and 2007

718 employees Women  85%
Men        15%

A family-owned 
High Street retail 
jeweller with 59 
retail stores across 
the U.K., 
Beaverbrooks 

attributes its success to a culture of employee 
development. Executives stay informed through 
regular store visits (at least four per year) to 
garner input directly from the “front lines”; the 
Managing Director conducts 11 focus groups 
around the country every year. All store 
personnel receive training on a weekly basis. 
The payoff: with the exception of an 
employment law specialist, all of the company’s 
managers were promoted from within.

Beaverbrooks employees also take pride in 
their company’s external initiatives. The 
company doubles charitable contributions by its 

people, and recently pledged to give at least 
20% of post-tax profits to charity. The jeweller is 
also “going green,” having more than doubled 
the amount of waste it recycles in the last two 
years and used energy-efficient lighting in its 
new stores.

�x Beaverbrooks pays for an employee 
assistance program for individuals and 
their whole families; provides five weeks 
of fully paid holidays (plus bank 
holidays); and offers maternity pay of 
50% of salary to employees with one 
week’s service, in addition to a “return to 
work” bonus of six weeks salary for new 
moms.

�x The company’s mission statement 
includes such commitments as 
“Celebrate our Success” and “Be 
energetic, create fun and smile”.

�x The company spends more than £100K 
per year on rewards, not counting sales 
bonuses. Every Manager has an 
incentive pool to reward employees an 
ad hoc basis.

�x Competitions run regionally throughout 
the year with assorted prizes, including 
weekends away, wine, meals out, 
cinema tickets, adventure days, and 
more.

�x Six out of the top 10 paid store 
managers are female, as are seven of 
the top 10 assistant managers.
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�x Through a new initiative called “Tell the 
Total Truth Faster,” people are trained 
on how to give feedback to each other 
and their managers and are openly 
encouraged to speak out when they are 
not happy.

The company pays for 59 different Christmas 
party nights, one for every team throughout the 
company.

Cisco Systems Germany
Industry Information technology
European list 
recognitions

2006 and 2007

641 employees Women  15%
Men        85%

A 641-employee 
subsidiary of the large 
U.S.-based 
networking 
technology firm, Cisco 

Systems Germany takes advantage of all the 
latest digital technologies to keep their 
employee “network” strong.

The company’s intranet delivers both Germany-
specific and international company news, 
includes “Videos on Demand” and “Cisco Cast”, 
company news and updates presented by 
executives. Leaders from German Cisco use 
“Deutschland TV,” based on IPTV (Internet 
Protocol Television), to present news to all 

employees. Employees can get training online, 
too; Cisco University offers e-learning tools 
developed in collaboration with Harvard 
University.

Cisco also supplies its network technology to a 
wide range of charities (often chosen by 
employees), and sends out teams of employees 
to provide on-site expertise.

�x Cisco follows the “3 G’s: Grow the 
business, Grow your team, Grow 
yourself” – by making sure employees 
get access to the “3 E’s: Education, 
Experience, and Exposure.”

�x WAN, or Women Access Network, is 
an internal network to help women to 
help each other to rise through the 
ranks. The company has partnered 
with an external gender networking 
organization to support this effort. 
Other networks include the Cisco Black 
Employee Network, Conexción (Latin 
network), and Gay Lesbian Bisexual 
Transgender Resource group.

�x Every new employee gets stock 
options; an “Employee Stock Purchase 
Plan” is also available.

�x Wellness events include on-site 
massages, meditation classes, yoga, 
stress reduction, and more.

�x Employees can also participate in the 
monthly “Birthday Breakfast” with John 
Chambers, CEO Global, a meeting for 
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employees who had birthday during the 
previous four weeks.

�x Cisco offers language and culture 
integration classes for foreign 
employees; spouses are included.

�x Through a Crisis Management 
program, Cisco offers support to 
employees going through difficult 
times.

�x In addition to the international Cisco 
Achievement Program, German 
employees can be recognized as the 
“German Master of Impact.”

95% of employees surveyed indicate that “there 
is family feeling” at Cisco.

ConSol Software Germany
Industry Information technology
European list 
recognitions

2004, 2005, 2006 and 2007

134 employees Women  19%
Men         81%

At this Munich-
based IT 
consulting and 
software firm, 

employees’ partners and family members are 
invited to participate in company events; recent 
fun “teambuilding” exercises have included a 
company trip to the Munich Beer Festival, an 

annual ski weekend in the Alps, and football 
and chess tournaments.

Employees can’t get enough of each other: 
many arrange their own casual group activities, 
using mailing lists to invite each other to cinema 
evenings, squash, board game evenings, bike 
tours, mountain hikes, and more. ConSol’s 
Intranet has a chat room for people to discuss 
professional or non-work-related topics.

“I look forward going to work every day,” says 
one employee. “This has been my feeling since 
I started, and it hasn’t faded since then.”

�x An on-site pinball room keeps lunch 
breaks fun; a conference room 
becomes a viewing room during the 
World Cup, Olympic Games, and other 
major televised sporting events. People 
can also bring children and dogs to 
work as long as co-workers don’t mind.

�x Everyone gathers at a restaurant 
monthly; all employees who celebrated 
their birthday the previous month are 
treated to a meal.

�x Successful projects are celebrated with 
a barbecue on the company terrace, or 
in the new on-site garden.

�x More than 50% of the profit of the 
company is “given back” to the 
employees, even apprentices.

In their Trust Index© comments, 97% agree 
that “I can be myself around here”; 99% say 
“People celebrate special events around here,” 
and 99% say, “This is a friendly place to work.” 
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99% indicate, “When you join the company, you 
are made to feel welcome.” 97% agree that 
they are “treated as a full member here 
regardless of my position,” 95% say they 
“receive a fair share of the profits made by this 
organization.”

Cushman & 
Wakefield

Portugal

Industry Real Estate 
European list 
recognitions

2007

50 employees Women  40%
Men        60%

The Portugal 
offices of this 
global real estate 

firm offer its 50 employees a chance to jump 
out of an airplane whenever they want. 
Employees are trained at the company for two 
days, then get a day off for a parachute jump. 
It’s all in keeping with the company’s motto, 
“Have Fun,” as well as one of its core values, 
“Every employee is a team member and 
contributes to our success”.

Skydiving isn’t the only sponsored adventure. 
During “Department Days Out,” employees 
have travelled to a spa, taken a tour in a Jeep, 
and learned how to scuba dive.

When C&W employees celebrate a service 
anniversary, they receive a congratulatory e-
mail early in the morning (and a copy is sent to 

everyone else in the firm). When employees 
have a baby, they receive a card in the mail, 
along with flowers and a gift. When they have a 
birthday, they are invited (along with other 
people celebrating that month) to a special 
lunch with the CEO.

�x Teams that complete a project go out 
for “Tapas & Drinks” at the end of the 
afternoon.

�x On the last Friday of the month, one 
department organizes a cocktail party 
for the whole staff; departments serve 
as “host” on a rotating basis.

�x Employees and their partners are 
invited to the annual holiday dinner, 
where they may receive a company-
sponsored award (including some 
voted on by their peers).

�x All employees are also invited to an 
annual three-day off-site event in a 
tourist destination.

�x C&W Portugal competes (and often 
wins) in annual football tournament 
against other national affiliates.

�x Employee comment: “Despite the fact 
that there are people from many 
different cultures working in the office, 
everyone gets on well. We all mix 
professionally and socially. I feel this 
creates a more balanced working 
atmosphere, which leads to a more 
productive working environment.”
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Ferrari Italy
Industry Car manufacturer
European list 
recognitions

2003 and 2007

2,850 employees Women  11%
Men        89%

Since 1947, the year Ferrari’s 
125 S first triumphed in 
competition, the Italian auto 
maker with the prancing 
horse logo has become one 
of the world’s most respected 
luxury brands. No one knows 
this better than the 
company’s 2850 Italian 
employees. “We are aware 

that we are working to perpetuate a myth,” says 
one employee. “Ferrari is unique in the world.”

As part of its culture, Ferrari stresses 12 values 
represented as 12 cylinders of a finely tuned 
motor. The company’s reward programs are 
also tied to a “racing” metaphor: through the 
“Grand Prix” program, employees who offer 
new ideas that are implemented advance 
around a “track,” with anyone passing one of 
the “pit stops” or the finish line eligible for an 
award.

Ferrari’s innovative training programs include 
Creativity Club, which brings employees 
together with artists, theatrical actors, chefs, 
and other free thinkers; and “Routes of 

Knowledge,” which draws upon the theme of 
travelling and exploration; new hires receive 
orientation through the “Routes of Christopher 
Columbus,” production workers follow the 
“route” of Marco Polo, and managers’ training is 
tied to Charles Lindbergh.

Of course, employees get to indulge a passion 
for automobiles. Ferrari’s people not only get to 
see the latest models before they are shown to 
the public, but they also get two tickets to the 
Imola and Monza F1 races, and to the GT 
Championship.

Please read the full case story on Ferrari as 
The European Workplace of the Year. 

Microsoft Belgium, Denmark, 
Finland, Germany, 
Greece, Ireland, Italy, 
Netherlands, Norway, 
Portugal, Spain and 
Sweden. 

Industry Information technology
European list 
recognitions

2003 (4 countries), 2004 (12 
countries), 2005 (12 countries), 2006 
(8 countries) and 2007 (12 countries)

6,843 employees Women  40%
Men        60%

The global software 
giant made the list in 
no fewer than 12 
countries this year!

Tellingly, the company’s mission says nothing 
about software, or computers, or profits; rather, 
their goal is “to enable people and businesses 
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throughout the world to realize their full 
potential.”

How Microsoft’s employees carry out their 
mission is shaped by the company’s strong 
values, which begin with the principle, “We 
strive to develop and maintain a culture and 
work environment that enables employees to 
realize their potential and in which great people 
can do their best work.”

The company actively works to help employees 
to achieve their potential through a variety of 
training and development tools. For example, 
Microsoft has two entirely different formal 
mentoring programs, Career Development 
Mentoring and Peer Mentoring.

“The internal programs really help us to live the 
values,” says one employee of Microsoft 
Belgium. Another explains, “The company is 
really open and direct. There are no hidden 
agendas.”

�x Last year, Lisa Brummel, Senior Vice 
President of Human Resources, 
conducted a “Listening Tour” with more 
than 5000 Microsoft employees around 
the world prior to the launch of “My 
Microsoft,” an online tool based on five 
pillars of employee life: performance 
management, reward opportunity, career 
development, management excellence, 
and enhanced workplace.

�x The company holds a “Happy Hour” on 
every second Friday of the month. A 
different department hosts the happy 
hour each time; the “host” team talks 

about their accomplishments and current 
goals. New employees are introduced at 
these events, as well.

�x In their comments in the Great Place to 
Work Trust Index© Survey, employees 
continually cite the company’s open, 
values-driven culture. “Open, honest, 
and respectful” is how one employee 
describes the company. “They care 
about their people and they see us as 
their most important assets. There are 
real opportunities to make a difference. 
Initiative is strongly encouraged and 
even expected.”

�x Another says: “I can state that I have 
never been in the elevator with someone 
here without starting a conversation.”

Please read full case story on Microsoft later in 
this report. 

Piscines Ideales Greece
Industry Construction of swimmingpools 
European list 
recognitions

2006 and 2007

99 employees Women  33%
Men        67%

Based in Greece, 
Piscines Ideales 
designs, constructs, 
and maintains 

swimming pools. The company embraces its 99 
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employees as a family, in part by reaching out 
to take care of people’s spouses and children.

Employees who get married receive a month’s 
worth of salary as a bonus. Those who have 
children get paid time off and a financial bonus. 
When employees’ children start their studies at 
a university, the company gives them a 
personal computer. The company also gives 
no- or low-interest loans to employees for any 
reason (several employees have managed to 
buy a house through this program).

For employees in the market for a pool or spa, 
well, they get a substantial discount on those 
too. Meanwhile, the company recently built its 
own on-site spa and fitness centre (open to 
employees’ families, of course); they are also 
looking into developing a day care center for 
employees’ kids.

�x On their first day, employees are given 
the mobile phone numbers of the CEO 
and other managers.

�x All 99 employees get birthday parties, 
with singing and a company-paid 
birthday cake.

�x Junior-level employees with only a 
basic education are given training to 
rise through the ranks; anyone is 
eligible for paid training, regardless of 
whether it is related to their job.

�x At least once per year, a dinner is 
scheduled between the Managing 
Director and the staff of each 
department to discuss working matters.

�x Quote: “I asked to leave work because 
of my pregnancy and they accepted it. I 
asked to extend my maternity leave 
and although it was a busy period, they 
not only said yes then, but later then 
extended it again. I feel like it is the 
company of my parents. I love them 
and they love me and I feel that they 
care for me and my family.”

�x The company pays for 80% of the cost 
of private health insurance, which 
covers an annual health check-up, with 
mammography, PSA, cholesterol and 
heart exams, and other screenings (the 
rest of the premium is paid for by the 
Social Services Department).

�x The company offers 2% salary raise to 
smokers who manage to quit smoking 
in the year.

�x The CEO invites employees to his 
house to celebrate New Year’s Eve, 
and they go out for dinner and dancing 
to celebrate his birthday.

Please read full case story on Piscines Ideales 
later in this report. 
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SAS Institute Sweden and Norway
Industry Information technology 
European list 
recognitions

2005 (Sweden) and 2007

162 employees Women  42%
Men        58%

Founded in 
1986, SAS 
Institute, a 

subsidiary of a U.S. software firm, appeared in 
Best Workplaces lists in Norway and Sweden 
this year.

The company’s employees enjoy a 35-hour 
work week and follow flexible schedules; the 
company pays for home internet connections to 
help employees to work from home. 
Compulsory meetings are held toward the 
middle of the day so anyone can take part, 
including those who have children to pick up at 
day-care.

SAS Institute offers what the HR Director 
describes as a “smorgasbord of health 
activities”: an on-site fitness facility, and a 
rotating program Weight watchers, yoga, Tai 
Chi, power boxing, and other activities. They 
also have smoking cessation classes, pay for a 
personal trainer, and also regularly bring in 
lecturers to talk about food, stress, work 
management, and other topics. The company 
has an on-site restaurant that serves 
discounted healthy meals (including a daily 
salad buffet), and SAS also offers free 

healthcare through a private insurer, with an 
unlimited number of medical visits available to 
employees.

“We have a unique company culture,” says one 
employee of SAS Institute Sweden. “I have a lot 
of faith in SAS as a whole, both now and in the 
future.”

Please read full case story on SAS Institute 
later in this report.

Schoenen Torfs Belgium
Industry Retail shoes and leatherwear
European list 
recognitions

2006 and 2007

389 employees Women  94%
Men         6%

As Wouter Torfs, 
CEO of this shoe 
retailer, once said, 
“If you take care of 

the people, the people will take care of the 
business”. Parties take place frequently, 
whether for birthdays, retirements, store 
openings, or just for fun. During one recent 
gathering, employees were treated with 
relaxation and “laughing sessions” under the 
guidance of wellness and relaxation coaches.

To maintain a small-company feel, each retail 
store is assigned a coach (often a manager) 
who maintains personal relationships with 
individuals and offers friendly advice, rather 
than directives from “on high”. The 
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communication flows in both directions: when 
deciding whether to sell children’s shoes, 
managers solicited the opinions of all the 
company’s employees.

Torfs collaborates with a non-profit organization 
called ‘Nature Point’ to recycle old, worn shoes. 
Next year they will be working with CUNINA, 
which runs various projects in developing 
countries.

�x During the last two years, the company 
hired 125 new employees; on their first 
day, employees are introduced to the
company’s history, values, and plans for 
the future. 

�x The company maintains a diverse 
workforce by proactively recruiting older 
employees (job postings say, ‘Your age 
is of no importance’).

�x The company subsidises 450 Euro for 
employees who purchase a bicycle. 

�x Shops with the highest sales for the 
month get a budget to celebrate; some 
teams save up these “winnings” to go on 
a bigger team trip, such as a weekend 
outing.

�x Twice each year, the company 
celebrates a Family Day for employees 
and their families. At an annual 
Employee Day celebration last 
September, everyone got a copy of the 
TORFS Cookbook, which included 
recipes from co-workers.
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�x Diversity: The 100 Best Workplaces 
have an average population of 9.3% 
ethnic minorities in the staff. 9.8% of the 
executives and senior managers are not 
from the predominant ethnic group of the 
country, while 6.4% of the middle 
management can be characterised as 
part of an ethnic minority. 

�x 46% of the total staff in the 100 Best is 
female. Women hold 40% of the middle 
management positions 
(Managers/Supervisors) and 22% of the 
executive and senior management 
positions. 

54% 53%
60%

78%

46% 47%
40%

22%
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30%

40%

50%
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80%

90%

Total staff Non-management Manager/Supervisor Senior manager

Men Women

Gender in job roles - 100 Best Workplaces in Europe 2007

Source: Great Place to Work® Institute, 2007. 

Demographics
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Source: Great Place to Work® Institute, 2007. 

Age distribution, 100 Best in Europe
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�x Almost half the companies on the 100 
Best Workplaces in Europe list has 
between 50 and 250 employees. This 
size category includes many subsidiaries 
of multinational companies. 30% of the 
list has between 250 and 1000 
employees, while 21% has more than 
1000 employees. SAP Germany is the 
largest company on the list with almost 
14,000 employees. 

�x The average 100 Best company is 33 
years old. 

�x 20% of the employees in the 100 Best 
Workplaces have been with the company 
for more than 10 years. 

30%
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49%

50-249

250-999

1000+

Distribution of list-companies by number 
of employees

Source: Great Place to Work® Institute, 2007. 
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Are these companies really successful 
businesses or just good-hearted idealists?

Well, the facts speak their own language:

�x The 100 Best Workplaces in Europe
employ more than 118,000 people. 
During the past 12 months these 
companies have achieved a remarkable 
growth of staff by 12.6% or more than 
13,000 people! This is even better than 
the 100 Best Companies in the US, who 
grew their staff by 9% last year. 

�x Are they successful companies? You 
bet, the 100 Best Workplaces in Europe 
has grown on average 20% in revenue! 

�x On average, each of the 100 Best 
receives more than six times as many 
job applications on a yearly basis than 
the total number of employees. Pepsico 
France receives annually 15,000 job 
applications and they are only 328 
people! Google Ireland received 27,000 
job applications and they have less than 
1,000 employees. 

�x Employee turnover: The 100 Best have 
an average voluntary employee turnover 
rate of 8.5% for the past 12 months, 

which saves them costs to hire and 
training new people. 

�x The absenteeism rate for the 100 Best is 
also low - only 2.6% on average – which 
saves the 100 Best a lot of costs on 
replacement and lost productivity. 

Business succes

12,6%

20,4%

0,0%

5,0%

10,0%

15,0%

20,0%

25,0%

Increase number of
employees

Revenue growth

Source: Great Place to Work® Institute, 2007. 

Growing fast! Past year's increase in number 
of employees and revenue at the 100 Best
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Innovation
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New products: Percentage of companies 
that have introduced new products to the 
market within the past three years

Are great workplaces more 
innovative?

This year, Great Place to Work® Institute 
has collected data for analyzing 
innovation in the Best Workplaces in 
Europe. In order to benchmark 
innovation in the Best Workplaces, we 
have adapted some of the indicators 
from the “Community Innovation Survey” 
(CIS) that the European Commission 
regularly applies throughout Europe. 

The benchmarking shows that the Best 
Workplaces consistently have introduced 
more products and processes to the 
market. In most European countries, the 
vast majority of the Best Workplaces 
have innovative activities. 97% of the 100 
Best Workplaces in Europe have 
introduced a new product to the market in 
the past three years!
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�x The 100 Best Workplaces in Europe are 
very much thinking work-life balance for 
all. 34% of the 100 Best offer their 
female workers a job-protected maternity 
leave that are over and above the 
statutory minimum. 47% offer the new 
fathers a better paternity leave than the 
law requires. 

�x 75% of the 100 Best have some or all of 
their employees working flexible hours. 

�x 77% of the companies have employees 
who are able to work from 
home/telecommute. 

�x Paid sabbaticals have become popular 
in Europe. 34% of the 100 Best offer
their employees paid sabbaticals. 

�x 96% of the 100 Best Workplaces in 
Europe has individual employee 
development/competence plans drawn 
up for all level of employees. This is 
slightly higher than last year, where 94% 
offered this tool to the employees. 

�x On average, the main employee group at 
the 100 Best Workplaces receives 65
hours of formal job training annually. 
This is slightly better than last year, 
where the average was 61 hours. In the 
US, the 100 Best Companies on the 
Fortune list provide on average 78 hours 
of formal training to their employees. 

Work-life balance and 
training
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�x There is a relatively large difference in 
the voluntary employee turnover 
between the different European lists of 
Best Workplaces. 

�x The German Best Workplaces have, by 
far, the lowest employee turnover, while 
the Dutch Best Workplaces are at the 
other end of the scale. 

Voluntary employee 
turnover
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Source: Great Place to Work® Institute, 2007. 

Voluntary employee turnover in the Best 
Workplaces

The voluntary employee 
turnover rate is calculated by 
dividing the number of full-time 
employees, who have left the 
company voluntarily (by their own 
initiative) during the past 12 months, 
with the average total number of full-
time in the same period. 
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Absenteeism
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sample surveys. 

Absenteeism: The average absenteeism rate for Best Workplaces lists are consistently below 
absence rate of the general labour market. 

Saved costs

Absenteeism is an important business 
benefit for the Best Workplaces. Imagine 
the following example:

In the general labour market in Belgium, 
the official statistical bureau Statistics 
Belgium estimates the average 
absenteeism to 6.6%. On average, the 
Best Workplaces in Belgium have an 
absenteeism rate on 2.5%. This means 
that the Belgium Best Workplace has 
saved costs for 4.1% absenteeism, which 
with an average annual labour cost of 
46,920 € equals 1,924 € per employee! 
For a medium-sized company with 500 
employees this is close to a million € of 
saved costs!
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�x The German Best Workplaces have a 
much higher proportion of disabled 
employees in the staff compared with 
other European countries. 

�x The 100 Best Workplaces in Europe 
have on average 1% of disabled people 
in the full- and part-time staff. 
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Proportion of full- and parttime staff who are 
disabled in the Best Workplaces, 2007
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�x The average 100 Best company has a 
positive response rate on all five 
dimensions of the Great Place to Work® 
Model© in the mid to high 80s. 

�x The quality of the 100 Best Workplaces 
in Europe has been increasing since the 
first list in 2003.

�x In 2007, 91% of the employees in the 
100 Best Workplaces in Europe respond 
positively that “taking everything into 
account, I would say this is a great place 
to work”. 

Five years of improvement
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Increasing competition: Five year 
benchmark of the 100 Best in Europe
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�x The European list has better average 
scores in the employee survey, the Trust 
Index©, compared with the 100 Best in 
the US and Latin America. On four out of 
five dimensions of the GPTW Model© 
the European scores are better than the 
US and LatAm. 

�x On the overall summary statement, 
“taking everything into account, I would 
say this is a great place to work”, the 100 
Best in Europe are 2-3 points better than 
the 100 Best in the US and LatAm. 
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Benchmarking the average TI-scores on dimensions of the GPTW Model© for the Top 100 for 
Europe (2007), the US (2007 Fortune list) and Latin America (2006). 

Even better than the US and LatAm!

8889
91

70

75

80

85

90

95

Europe US LatAm

Source: Great Place to Work® Institute, 2007. 

Taking everything into account, I would say 
this is a great place to work
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It is a huge achievement to make the 100 Best 
Workplaces in Europe list, when the
competition is so intensive. But it is outstanding 
to make the list five times in a row!

This year, Great Place to Work® Institute 
recognises the five times winners as the 
“European Trust Champions”. Six companies 
have been on the European list since the 
beginning. 

�x Admiral Group (UK)

�x Boehringer Ingelheim Denmark

�x Danone Spain

�x Lilly Spain

�x Middelfart Sparekasse (Denmark)

�x Unimerco (Denmark)

What characterises these companies?

Not much, you would say, when you look at 
industries and number of employees. These 
companies span from the 141 employees in 
Boehringer Ingelheim in Denmark to the more 
than 2100 employees in Admiral Group. And 
while Unimerco manufacturers tools, Danone 
yogurts and Lilly pharmaceuticals, the Admiral 
Group is an insurance company and Middelfart 
Sparekasse is a bank. Boehringer Ingelheim is  

like Lilly a pharmaceutical company, but doesn’t 
have any production plants in Denmark. 

What they have in common, though, is a strong 
continuity in the leadership. Kenneth Iversen 
has been the CEO for Unimerco for more than 
20 years, while the CEO’s in Middelfart 
Sparekasse and Boehringer Ingelheim took this 
position in 1990 and 1991. The current CEO, 
Henry Engelhardt, began in 1991 to set up what 
was later going to be Admiral Group after a 
management buy-out in 1999. Javier Ellena has 
“only” been CEO of Lilly Spain since 1996 and 
Javier Robles since 2000 in Danone. In today’s 

European Trust Champions
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highly competitive business environment, this 
CEO tenure is rather unusual and apparently a 
strong factor for why these companies are able 
to staying on top.

Each of the six companies has a unique history 
and culture, but it is noteworthy that four of the 
six European Trust Champions are very old 
companies from the second half of the 19th or 
the beginning of the 20th century. The culture in 
these companies builds on long traditions. 

Admiral Group is in several ways different from 
the other Trust Champions, because Admiral is 
a rather young company with a much higher 
proportion of young employees. 79% of 
Admiral’s employees are less than 35 years old. 
The voluntary employee turnover is also 
significant higher at Admiral than the other five 
companies, who all have a lower employee 
turnover than the average of the European list 
(8.5%). 

Admiral Group 
(UK)

Boehringer 
Ingelheim 
Denmark

Danone Spain Lilly Spain Middelfart 
Sparekasse 
(Denmark)

Unimerco 
(Denmark)

Website www.admiralgro
up.co.uk

www.boehringer-
ingelheim.com

www.danone.es www.lilly.com www.midspar.dk www.unimerco.c
om

Year founded 1992 1885 1919 1876 1853 1964
What do they 
do?

Insurance Pharmaceuticals 
(only sales)

Yogurts Pharmaceuticals Bank Tools

Employees 2114 141 1701 1196 169 396
Voluntary 
employee 
turnover 22,4% 7,3% 1,4% 4,9% 4,8% 7,8%
Women/men 52%/48% 58%/42% 28%/72% 53%/47% 61%/39% 8%/92%

The European Trust Champions 
is a special recognition of the 
companies, who have made the 
European list five times and at least 
once within the past two years. The 
potential candidates to enter this 
exclusive club next year are the 
four times European list winners:

�x American Express Italy
�x Bain & Company UK
�x ConSol Software Germany
�x Fishburn Hedges UK
�x Irma Denmark
�x Johnson & Johnson Italy
�x Mapfre Portugal
�x Microsoft Finland, France, 

Germany, Ireland, Italy, 
Netherlands, Portugal and 
Sweden

�x Novozymes Denmark
�x Pentascope Netherlands
�x Sick Germany
�x Skytec Germany
�x Unique Belgium
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All the 100 Best Workplaces in Europe 2007 
are unique workplaces with an exceptional high 
level of trust. Among this fantastic pool of 
exemplary companies we have developed the 
following case stories to provide a deeper 
insight to the Best Workplaces in Europe and 
share their practices to support other 
companies in building great workplaces. 

Enjoy reading!

A dream about a great company
Andarr (The Netherlands)

In 2000, a group of young men from the 
Netherlands set out to form a management 
consulting company. To inspire their vision for 
what their new company should be, they simply 
looked to the flaws of the companies they had 
worked for previously.

At their prior jobs, they had observed how 
obsession with short-term financial gain leads 
to win-lose relationships with employees and 
customers. And they experienced first-hand that 
companies with strict management and 
inflexible policies leave little room for 
innovation, driving away creative, 

entrepreneurial employees (like themselves) to 
pursue their own dreams. 

To guide them in their new undertaking, the 
young men turned to books such as Servant 
Leadership, by Robert Greenleaf, which 
stresses that managers serve employees as 
facilitators, rather than vice-versa. And they 
discussed the principles in Living Company, by 
Arie de Geus, which talks about how 
organizations need to flow like rivers to be 
capable of adapting over time.

At first, their company thrived as an employee-
centric culture. But as they quickly found out, 
theory and practice are sometimes unwilling 
companions. Their company encountered its 
first major challenge in 2003, when an 
economic downturn caused employees to shift 
their focus outward to bring in new clients. As a 
result, the spirit of openness and trust declined.

Not yet ready to abandon their vision, the 
company’s leaders hired an external consultant 
specifically to help the organization’s members 
to talk to each other. As a result, the 
“VerAndarr” workgroup, a team specializing in 
organizational development, was established.

Since then, Andarr has successfully developed 
a culture that stresses the importance of long-
term relationships among co-workers, 

Case stories
Unique cultures
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customers, and suppliers, based on the values 
of fun, trust, equality, honesty, openness, 
transparency, respect for each individual’s 
contribution, and mutual gain through shared 
ownership.

Andarr’s Great Place to Work® Trust Index© 
survey scores serve as evidence of this culture 
of collaboration: 98% of the employees 
responded positively that “management trusts 
people to do a good job without watching over 
their shoulders”; 100% agreed that 
“management recognizes honest mistakes as 
part of doing business”; 98% agreed that “this 
company is a fun place to work”; and 93% 
perceive a “family” or “team” feeling at their 
workplace.

“Andarr people talk from their hearts,” explains 
one employee, in a comment on the survey. 
“They are genuinely interested in each other 
and in the interests of our customers. Because 
of this, we create a vast amount of creativity 
from which we can think of surprising solutions 
and concepts. The mutual relationships are so 
strong that there is a huge willingness to share 
knowledge, to talk about our mistakes, to be 
open for feedback, and to do something with 
this feedback. My Andarr colleagues are dear to 
me – and I cannot say that of all my former 
colleagues!”

In 2005, Andarr’s leaders engaged employees 
from across the company to directly engage in 
developing the firm’s five-year strategic plan. 
They formed project teams, with leaders as 
facilitators scattered among groups. Senior 
managers gathered teams’ ideas together, 

shaped them into a cohesive strategy, and 
presented the result to the employees, who in 
turn were given a chance to provide still more 
feedback.

Employees responded enthusiastically to this 
process; now able to identify more closely with 
the strategy, they eagerly developed their own 
personal plans to align with the company 
mission.

Senior-level managers at Andarr stress the 
importance of constant two-way dialogue with 
all members of the organization. The culture of 
openness is reinforced by the use of different 
workgroups focused on specific areas. A 
development group, for example, continually 
focuses on employees’ training; this group 
consists of two members of the board of 
directors, as well as four employees, with two 
new members rotating in each year.

As employees spend a lot of time working 
assignments off-site at clients’ offices, Andarr 
provides two weekly newsletters to keep 
employees involved. One letter is used to 
present company business; the second is 
meant to keep employees informed about the 
informal things happening in the company, so 
their hearts will always be at HQ.

To reduce the burdens associated with travel 
time, employees receive 36 paid vacation days, 
and also take unpaid sabbaticals (one 
employee recently left for two years to go 
cycling from Alaska to Argentina). According to 
the Trust Index© Survey, 95% feel that “people 
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are encouraged to balance their work life and 
their personal life.”

Andarr extends its beliefs in the power of 
organizational innovation by supporting 
innovative charities; the company supports the 
Hunger Project (among other recipients), which 
supports people in developing nations to solve 
problems themselves through effective 
teamwork.

Since 2003, Andarr has seen its revenues 
increase by seventy percent, and the company 
enjoys has a low rate of voluntary staff turnover 
(3% during the past two years). To promote 
ownership, 20% of the company’s shares are 
owned by employees, and there is an extensive 
bonus program, based on individual, team, and 
company performance.

“Andarr is a great place to work because there 
is a culture of openness and team spirit,” wrote 
one employee. “The employees are 
approached as if they are co-owners.... Andarr 
is focused on the personal development of its 
employees and on realizing important goals 
together.”

Andarr’s members remain convinced that, in the 
years ahead, the ability to attract top talent will 
be the determining factor in the success of 
companies. They are thus dedicated to 
maintaining an environment that gives people 
room to excel and room to follow their dreams 
and passions. Fortunately, they can be assured 
that their people will stick around: 95% of 
employees responded in the Trust Index© 

survey that they “plan on working at Andarr for 
a long time.”

“No decisions that concern employees are 
made without first listening to their opinion”
CIBA Vision (Germany) 

Founded in 1964, CIBA Vision GmbH is one of 
the world’s largest producers of contact lenses; 
based in the city of Grosswallstadt, Germany 
(and operating as part of Novartis, the Swiss 
phramaceutical company), CIBA Vision’s 865 
employees are leaders in research and 
development, and deliver 33,000 orders daily; 
they have received awards internationally for 
their 99.9% rate of reliability, and continually 
hold their ground against strong competition in 
America and Asia. The company has grown 
five-fold since 1996; during each of the last two 
years, the company grew by 100 employees.

How has the company been so successful? For 
answers, one need only look at the strong 
corporate culture, which is built on the slogan, 
“Success through Innovation: Our Employees 
are Success Factor Number One.”

CIBA Vision’s progress toward becoming a 
great workplace was jumpstarted in 2001, when 
the Office of Human Resources shifted its focus 
from managing simple administrative tasks to 
becoming a strategic partner and service 
provider for employees. Now, as the company 
puts it, “CIBA Vision’s philosophy is based on 
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the appreciation of our co-workers as the most 
important factor for entrepreneurial success.”

In June 2006, Dietrich Fechner, CEO of CIBA 
Vision, was interviewed in the magazine The 
Mutmacher; he was asked to identify three 
features of his company’s leadership. His 
answer: “1. Treat all employees with the same 
amount of respect, no matter which position 
they hold. 2. Give co-workers tasks and the 
authority they need to full-fill those tasks; 3. 
Make them responsible for their results, both 
the good and the bad.”

When asked what a high-performance culture 
means to him, Fechner answered, “We expect 
maximum performance and we create the right 
conditions. We celebrate and enjoy the day, if 
we are successful. We help ourselves mutually 
to achieve our respective goals. We do not 
punish anybody for mistakes, if the effort was 
fair and lessons are learned from the errors. We 
help co-workers during difficult periods. And if 
we have to let co-workers go, we do so fairly 
and with a sense of humanity.”

For its ethical guidelines, the company looks to 
its parent company: “The Novartis Codex” 
stresses ethical and legal behaviour; fair, polite, 
and respectful handling of co-workers; fair and 
appropriate consideration of the interests of 
others; prohibition of discrimination of any kind; 
and professional behaviour and adherence to 
the rules of good business practice.” The Codex 
guides Novartis’ external partnerships, as well 
as its employee relations.

To enhance teamwork and promote a sense of 
fairness, CIBA Vision’s managers do not sit in 
separate offices, but rather work directly 
together with their employees. Managers also 
do not have secretaries, but answer their own 
phones and mail, allowing employees to 
interact with them personally and directly. CIBA 
Vision keeps people informed through group-
specific communication forums. The company 
also holds special meetings for production 
employees who, because of their work 
schedule, are unable to attend regular 
meetings.

As another employee explains, “The company 
attaches importance to the opinion of co-
workers; no decisions that concern employees 
are made without first listening to their opinion.”

CIBA Vision also has several policies and 
programs to ensure that its workplaces are 
health and safe. The company’s health benefits 
include health surveys, workshops, ergonomic 
analyses, nutrition consultations, stress 
management, and more. A working group was 
founded to implement this health policy: the 
group included a doctor, representatives of the 
health insurance companies, as well as 
interested co-workers.

In considering what makes the company a great 
workplace, one employee filling out this year’s 
Great Place to Work® Trust Index© Survey 
cited CIBA Vision’s “super work, super 
payment, super fun at work, flexible work times, 
very friendly team mates, advanced training 
offers, and a super boss in every regard.” 
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A flying start

Cushman & Wakefield (Portugal)

Want to see a group of people work better 
together as a team? Try throwing them out of 
an airplane together. That’s the reasoning used 
at the Portugal offices of Cushman & Wakefield, 
a global real estate firm, which offers its 50 
employees the opportunity to take a 
parachuting course whenever they are 
interested. For each jump, employees are 
trained at the company for two days; then they 
get a paid day off for their sky dive.

It’s all in keeping with the company’s motto, 
“Have Fun!” It also fits into C&W’s core values, 
which state, “Every employee is a team 
member and contributes to our success.”

Through a highly integrated HR program that 
embraces employees from the day they arrive, 
C&W leaders make sure that employees 
function as a tight-knit team—and have a great 
time doing it. Parachuting isn’t the only 
adventure the company sponsors. During 
frequent “Department Days Out,” employees 
have travelled to a spa, taken a tour in a Jeep, 
and learned how to scuba dive – all entirely paid 
for by the company.

“Excellent team spirit makes the firm a fun work 
environment and creates real friendships 
outside the office,” explains one happy C&W 
employee. “The team spirit and the union 
among co-workers are fantastic.”

The bonding process begins early. Upon 
showing up for their first day on the job, new 
hires have their photo taken by a professional 
photographer, to be posted on the intranet and 
used in other C&W materials. A press release 
regarding new employees is sent to the media, 
and an introductory e-mail is sent to all the 
members of the company. Employees are then 
teamed up with a “buddy,” a colleague with a 
similar job role who can “show them the ropes” 
and help to integrate into the culture. Along with 
an Employee Handbook, employees also 
receive a bag, badges, notebook, key holder, 
rain hat, and other accessories, all to help them 
display their new affiliation with C&W.

The feeling of welcome does not end after the 
first day. When employees celebrate a service 
anniversary, they receive a congratulatory e-
mail early in the morning (and a copy is sent to 
everyone else in the firm). When employees 
have a baby, they receive a card in the mail, 
along with flowers and a gift. And when they 
have a birthday, they are invited (along with 
other people celebrating that month) to a 
special lunch with the CEO.

At C&W Portugal, any reason is a good reason 
to celebrate. Teams that complete a business 
deal get together for “Tapas & Drinks” at the 
end of the afternoon. On the last Friday of the 
month, one department organizes a cocktail 
party for the whole staff; departments serve as 
“host” on a rotating basis. Employees and their 
partners are also invited to the annual holiday 
dinner, where they may receive a company-
sponsored award (including some voted on by 
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their peers), including a trophy and a gift 
certificate.

All employees are also invited to an annual 
three-day staff event in a tourist destination, 
with a variety of social and entertainment 
activities available. C&W Portugal also 
competes (and often wins) in an annual football 
tournament against colleagues working in other 
European branches.

In keeping with another of its values, 
“Citizenship,” C&W couples its teambuilding 
activities with contributions to charity. The 
company sponsors a cow in the annual “Cow 
Parade” (the firm’s cow is auctioned after the 
event took place, and revenues are donated to 
several charities). Once a year, C&W 
employees donate blood, when the Portuguese 
Blood Institute pays a visit to their office. And 
the company also sponsors employees to 
participate in the Lisbon mini-marathon, not 
only paying the costs of the registration, but 
also donating 200€ for each employee who 
crosses the finish line.

The firm extends its bonding ways to participate 
with affiliates in a project called “Schools 
Around the World”; in recent years, the Lisbon 
office hosted 20 students from a British school 
for a weekend; now the Portuguese employees 
are seeking out a local school to sponsor and 
send kids abroad.

 “Despite the fact that there are people from 
many different cultures working in the office, 
everyone gets along well,” says another 
employee. “We all mix professionally and 

socially. I feel this creates a more balanced 
working atmosphere, which leads to a more 
productive working environment.” 

New employees are “casted”
dm drogerie markt (Austria)

DM Drogeriemarkt was founded in Germany in 
1973; by 1976, it began expanding its 
operations to the Austrian market, where it 
established a reputation as a different kind of 
company. Not only was the company the first 
drugstore to offer customers self-service, but it 
also combined sales of personal care products 
with on-site cosmetics and hairdressing studios. 
The company also established a reputation for 
promoting health and wellness, both by selling 
organic and natural products long before other 
stores were doing so, and for promoting a 
variety of public activities, including sports and 
charity events such as the “Austriathlon,” as 
well as a race for women.

Meanwhile, the 3785 employees of DM 
Drogeriemarkt Austria have benefited from the 
company’s leaders’ innovative approaches. In 
particular, the company has taken a unique 
approach to employee development; indeed, 
some of its programs have been adopted and 
adapted by other large companies.

In 2004, the company initiated “Trainee 
Casting,” a unique recruiting method that asked 
potential employees to send in a CV and 
application, as well as a letter expressing 
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themselves as creatively as they chose. 
Candidates were then invited to a “Casting 
Day,” where they role-played customer 
conversations to show how well they could think 
on their feet.

Successful applicants proceed into three-year 
apprenticeships, which address a different 
focus each year. Trainees participate annually 
in five-day trainee workshops, where they are 
grouped into teams from stores across a region; 
teams develop independent projects, and 
receive coaching from managers while gaining 
a sense of responsibility and teamwork.

To celebrate the completion of the training 
program, employees participate in a “prom,” at 
which they get to show off their show off their 
talents in hair styling and cosmetics. They also 
celebrate at the dm trend-tour stilissima event, 
an internal styling-competition presented as a 
major show. Winners of this competition get a 
chance to tour around Austria to show off their 
talents at major parties and events.

In this year’s Great Place to Work® Trust 
Index© Survey, several DM employees cited 
the value of the training experience. “I am a 
trainee and I want to say, that I gained a great 
education with a lot of practical training,” says 
one employee. “If you are ambitious, you can 
really achieve a higher position in our company, 
and there are so many programs for further 
education. Four months after I finished my 
trainee education, I was promoted to be branch 
office manager.”

Another innovative development program 
recently developed at DM is “Youth Drugstore,” 
in which five recently hired trainees are given 
the chance to run a store for four weeks. This 
program allows entry-level people to better 
understand the roles of store managers, gain a 
deeper understanding of the business, and 
develop stronger working relationships with co-
workers.

DM Drogerie employs a variety of 
communication methods with employees, 
including an Intranet, newsletter, employee 
magazine, annual internal attitude survey, and 
departmental meetings. Every employee 
receives information about the company and is 
given the chance to post suggestions, 
comments, or complaints through various 
methods. The company has also developed an 
“employee map,” which includes all employees’ 
biographies and showcases individual success 
stories.

DM gives new hires with a welcome folder, a 
bag of different DM-beauty products, as well as 
assignment to a coach, who meets with new 
hires one-to-one in weekly feedback 
conversations. The company also operates a 
leadership academy for managers, puts on 
various coaching programs, and presents 
workshops specific to employees’ direct work.

A focus on health remains a key part of DM’s 
daily corporate culture. Each year the company 
initiates an internal competition in which 
departments submit proposals for 
improvements for health activities; the best 
suggestions win a prize. Recent winning ideas 
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have included a non-smoking lounge, sport and 
walking activities, and healthy lunches with 
vegetables and fruits. 

In recent years, DM has expanded to Italy, 
Hungary, Czech Republic, Slovakia, Slovenia 
and Croatia. Wherever it goes, the company 
brings along its cutting-edge employee 
programs. After all, great service is a major 
competitive advantage in any country; by 
developing employees to be experts in all areas 
of the business, DM ensures that its workforce 
is energetic, well-informed, and service-
oriented – just the kind of treatment that keeps 
customers coming back for more.

Work-life balance with 24/7 operations

eBay Ireland

eBay, the internal online auction web site, 
operates 24/7, 365 days per year, with 
customers around the world. As a result, 
employees at the company’s contact centers 
are required to be available to serve customers’ 
needs, well, always.

Fortunately, at eBay Ireland, managers 
continually demonstrate an awareness of the 
importance of work-life balance for their 341 
employees. Through a variety of programs, the 
company sends a message to employees that 
they are respected and that their contribution is 

appreciated; it also ensures that employees 
come to work feeling refreshed.

“eBay, in my experience, are genuinely 
interested in a holistic approach to working life,” 
says one employee comment in this year’s 
Great Place to Work® Trust Index© Survey. 
“Senior Management spends time, effort, and 
money on measures and activities designed to 
help employees enjoy a healthy work/life 
balance.”

ebay recognizes that work-life balance is a 
multi-faceted challenge, so they have created a 
framework to break down this challenge into its 
parts. The framework includes personal 
variables, such as goals (personal goals, 
professional goals, and managing expectations) 
and time management (including prioritizing 
and delegating meetings, managing e-mail, 
etc.). It also includes company-level issues, 
including statements of cultural values such as 
“People matter.”

In 2005, based on response to employee 
feedback, eBay Ireland created a work-life 
balance toolkit, which includes a variety of tools 
and information sources, as well as a list of the 
top questions asked by employees related to 
work-life balance, along with answers. 
Questions include, “Will management truly 
support better work/life balance at eBay?” and 
“Can someone with good work/life balance still 
succeed at eBay?” Managers are specifically 
trained in this area and are rewarded for 
enabling their teams to effectively balance their 
lives.
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In keeping with its online community roots, 
eBay Ireland also uses “Pulse Surveys” and a 
“Pulse Team” to garnet input and suggestions 
about such topics as maternity leave, facilities, 
sick leave policies, etc. Senior leaders review 
the results of these surveys directly, and so 
understand that people need time off work for a 
myriad of reasons. As a result, employees 
receive 25 days of paid holiday leave, 
irrespective of level, starting on their first day on 
the job.

eBay Ireland also offers multiple shift 
scheduling options: people can either work five 
days in every seven with two consecutive days 
off, or work four days in a row over the 
weekend, with three week days off.  Employees 
choose their own schedules through a “shift 
bid”; to date all employees have gotten their 
first or second choice. If the shift schedule still 
does not suit someone’s needs, the company 
will work to accommodate them with a special 
arrangement; in the past, exceptions have been 
made to allow students to attend college or take 
their children to day care.

Says one employee comment in the Trust 
Index© Survey: “There have been times when I 
needed to alter my hours because of 
transportation difficulties and this was accepted 
without question each time.”

In mid-2005, eBay created a sabbatical 
program. Employees with five years or more 
service with the company are eligible for an 
additional four weeks of paid time off.  Within 
the first 10 months, more than 425 employees 
took advantage of this new benefit. One 

employee took a six-day motorcycle through the 
Alps and rented an apartment in Prague. 
Another simply spent the time with her children. 
Another took a road trip in the U.S.A. with her 
family. “The weather was perfect, and the 
scenery was outstanding. It was nice to take a 
trip and not worry about rushing back to work,” 
she wrote in the Trust Index© Survey.

Work-life balance also means having fun at 
work. This year, the company held an “Open 
Day” in the Atrium building and invited all onsite 
staff members to bring their families and 
friends.  Tours were given throughout the 
building, providing an opportunity for kids to see 
where their “Daddy and Mammy” worked. EBay 
also holds an annual Summer Party and a 
Christmas Party.

eBay provides many services for the time-
saving convenience of employees. An on-site 
café offers hot food for lunch and dinner, seven 
days per week. Fresh Starbucks coffee is 
always available at a fraction of usual prices, 
and they serve sandwiches and soup all week. 
Each floor also has its own are offering free tea, 
coffee, and filtered coffee, in addition to a 
breakout area for employees to chat with 
colleagues.

As another time-saver, stress-reducer, and 
overall health-improver, EBay Ireland has an 
on-site gym, with a variety of modern treadmills, 
exercise cycles, and other cardio and weight 
equipment (including televisions so people can 
watch their favourite shows as they burn 
calories).   Membership is free to employees 
who first meet with the on-site fitness trainer. 
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Approximately 30% of the employees are 
members of the gym and about two-thirds use 
the facility regularly.

Work-life balance is also about having fun and 
feeling relaxed at work. To this end, all meeting 
rooms at eBay Ireland were decorated by 
employees for employees. While some may 
prefer to meet in the “Sponge Bob Room” or 
“Simpsons Room,” others may prefer the 
“Rainforest Room” or Desert Room” – or, of 
course, the Irish-themed “Tara Room”.

“Everybody has a responsibility and we don't 
have to be watched all the time, as the 
management trusts us,” says one employee. “It 
is a nice work environment and the teams are 
not only work colleagues, they are also your 
friends.”

Norwegian Internet-company with high 
ambitions
Finn.no (Norway)

Back in 1996, five regional newspapers in 
Norway faced a decision: compete directly 
against upstarts selling ads on the Internet, or 
get online themselves. They chose the latter 
option, and starting in 1997, established a 
jointly operated a web site – called Finn.no – to 
sell online and offline classified ads.

The pool of competitors kept growing, however, 
and initially, the project was not a success. 
Finally, in late 1999, the five newspapers spun 
off the web site into its own new company. 

Understanding that new technologies require 
innovative organizational approaches, the start-
up intentionally developed a strong, coherent 
culture, with programs for sharing values, 
measuring personal and professional 
development, coaching, knowledge sharing, 
and encouraging people to socialize outside of 
the office.

From its outset, FINN’s vision was ambitious: to 
be involved in 80% of all transactions in the 
market for cars, real estate, and jobs. By 2005, 
the company achieved its vision: more than 
80% of all transactions of used cars and real 
estate took part through FINN, as did nearly 
50% of online job transactions.

FINN has doubled in size in the past two years; 
the company now consists of 170 employees. 
Still, while such growth can often result in 
“growing pains,” morale has remained high, as 
FINN has maintained a small-company feel by 
focusing on entrepreneurship, diversity, and 
subject-matter expertise. The company’s values 
– Hunger, Precision, Tolerance, and High Spirit –
reflect FINN’s dynamic, energized culture.

The result: FINN has held the No. 3 position of 
Best Workplaces List in Norway two years in a 
row. The rate of absenteeism is a low 1.73% 
(3.3% including long-term absences). The rate 
of turnover is just 2.7%.

FINN welcomes employees through a “New in 
Finn.no” program, which takes place four times 
a year. They also have a formal introduction 
program that lasts two full days and provides 
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employees with an in-depth introduction to the 
company’s work, history, and people.

From there, the company has its own extensive 
internal development organization, the 
“FINN.no School,” which offers a variety of 
internal certifications. Their goal is to have more 
than 50% of its 80 employees using these 
programs regularly in 2007. “The FINN School 
gives us all the chance for new competencies!” 
says one employee comment in the Trust 
Index© survey.

On the last Friday of every month, all 
employees gather for a social event with food 
and drinks, in addition to updates about results 
and new initiatives. All employees are 
encouraged to present their oven projects and 
ideas at these events.

Having realized its dreams, the company 
established a new vision in 2006: to become 
the biggest Internet site in Norway, measured in 
unique browsers. To achieve this goal, FINN.No 
will depend on the innovation and product 
development of its people. To support them, 
FINN delivers 50 hours of training per year per 
person, and is currently training employees to 
become “inventors” who consistently work 
“ahead of the curve.” 

As one employee explains, “FINN.no is a very 
dynamic and innovative organization where the 
management listens. We develop a product 
everybody in Norway has a positive relationship 
with!” 

Rotation to keep working life fresh
Fishburn Hedges (UK)

Since its founding in 1991, Fishburn Hedges, a 
communications firm based in London, has 
helped a wide range of clients, from Bank of 
America and Barclays to the Carbon Trust and 
the Department of Health and Transport, to 
grow and maintain strong relationships among 
both their internal and external constituents.

They certainly seem to have the internal part 
down: Fishburn Hedges, a subsidiary of Abbot 
Mead Vickers BBDO, has appeared on the list 
of the UK “Best Companies to Work For” list 
since its inception in 2003, thus attaining 
“Laureate” status. What keeps the company’s 
166 employees so satisfied? Even as the 
company has grown in size, it has continued to 
maintain a small-company feel.

For starters, FH has no set internal divisions or 
account groups; teams are newly mixed for 
every project, ensuring that groups never get 
locked in a rut, and that the most suitable 
people are on the job. As the company 
explains, “Each client team is different because 
no two communication programs are the same.”

FH also moves its people around the office from 
time to time, whatever their status, to keep the 
working life fresh and interesting. This gives 
individuals the opportunity to get to know 
colleagues that they might not have had contact 
with previously. Employees are told of their new 
office location beforehand; if they have any 
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issues or objections, alternative arrangements 
are made.

Employee innovation and teambuilding is also 
encouraged at “Away Days,” off-site retreats at 
which employees take stock of the company's 
progress, share ideas and concerns, and ask 
direct questions of senior managers during 
Q&A and panel sessions. 

Indeed, it was in the course of one of these 
“Away Days” that the company’s members 
developed “Fishtank,” a program designed to 
bring together groups of between 10-14 non-
managers every couple of months to generate 
ideas to improve the company. Invitations to 
these discussions are rotated to ensure that all 
employees participate. The joint Chairs of 
“Fishtank” – who come from all levels within the 
agency, and are selected by the previous 
“Fishtank” group – pass along ideas to the 
Management Group.

During 2006, FH reached out to employees
through a comprehensive, three-phase process 
organized and managed by a member of the 
internal communication practice (ensuring that 
employees, rather than senior managers, 
“owned” the process).   First, the company 
convened focus groups with a broad range of 
employees to help identify key issues and help 
to develop a questionnaire covering everything 
from the quality of senior management to 
training and development opportunities. Follow-
up focus groups were then convened to 
address issues in-depth and help management 
understand the “why” behind the “what”. From 
there, key themes were used as the topics for 

further discussion in break-out groups during 
“Away Days”.

FH also stays at the forefront of its industry by 
investing heavily in training for employees. All 
trainees follow a program that encompasses 
the theory and creative application of media 
relations, government relations, and corporate 
and financial communications, using a mixture 
of in-house expertise, external courses, site 
visits, and hands-on experience.

The FH Training and Development Pyramid 
encompasses internal, external, formal, and 
informal training and development initiatives 
under one system. The “Pyramid” includes 
“News and Views,” designed to facilitate the 
sharing of general information across the 
agency; “Nibbles and Knowledge,” sponsored 
meals with external speakers (last year’s 
program included national journalists and 
representatives from across the marketing 
industry); “Inside Track,” a series of bi-weekly 
knowledge sessions with experts from FH’s 
practice areas; “Nuts and Bolts,” to encourage 
best practices and core skills across the 
agency; and, at the top of the Pyramid, “Made 
to Measure,” which describes every employee’s 
individual development plan.

Through the “Personal Manager” (PM) system, 
each employee is assigned a more senior 
member of staff, whose responsibility is to 
support the development of their personal 
career path. 

These mentor teams meet at least once per 
month and twice per year for appraisals that 
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include 360-degree evaluations, as well as goal 
setting.

The company also allows younger employees 
to work at sister agencies in New York and 
Brussels, as well as at their sister advertising 
agency in London. Upon returning, participants 
hold knowledge sessions to share their newly 
acquired expertise with co-workers.

FH also sustains its culture of development by 
carefully selecting new employees. During 
2006, the company conducted 1000 interviews 
with more than 360 people; of these, only 45 
new individuals were hired. Job candidates 
undergo an extensive interview process, a 
writing test, and even a “getting to know you” 
drink with peers before a job offer is made. The 
recruitment teams include non-managers, and 
new people rotate in regularly, so everyone 
feels they are part of building the company’s 
future.

All this careful attention to the company’s 
growth pays off: Fishburn Hedges’ business 
success speaks for itself. During the past three 
years, FH has launched two separate brand 
lines: a consumer PR agency, and a new and 
improved design practice. A new PR division 
was also launched in 2005. FH has also won 
numerous industry awards including PR 
Consultancy of the Year in 2006 and Public 
Affairs Consultancy of the Year in 2005.

Events as part of the culture
Management Events (Finland)

Founded in 2004, Management Events 
organizes meetings and networking events, 
primarily for managers in a diverse field of 
companies. A far cry from typical sales 
conferences, these meetings are designed with 
one-to-one meetings, “idea circles,” and other 
innovative approaches designed to help 
participants get to know each other on a deeper 
level. Last year, the company planned more 
than 200 events from its 12 European offices, 
based in six different countries.

Looking at the Finnish branch of Management 
Events, it becomes clear why the  company has 
fared so well: one hundred percent of the 
Management Events Finland employees 
surveyed in the Great Place to Work® Trust 
Index© Survey indicate that they “can count on 
people to cooperate,” while 96% responded 
positively to Trust Index statements related to 
camaraderie in general.

The company’s approximately 50 employees 
function as an efficient, dynamic team, in which 
collaboration is second-nature and ideas flow 
freely. The average age of employees is just 
28; the company gains from this young, 
dynamic energy, and encourages them to 
indulge in, well, youthful activities.

“I don’t know of any other company where the 
boss takes a team to see the Madonna 
concert,” says one employee, in a Trust Index©
comment.
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The offices of Management Events Finland are 
designed in fun, festive style, with trendy 
designs, fresh colours, stylish furnishing, art, 
flowers and plants all around, as well as perks 
like a lounge with stereo equipment, huge flat 
screen TV, videotape recorder, DVDs, and 
couches.

“On our training reward program in Barcelona, 
we had some memorable nights out,” recalls 
one employee. “But the best sign of our 
camaraderie came when we had to spend 24 
hours at the Barcelona airport when the plane 
was broken. Even though many of us were in a 
hurry to get home for Fathers’ Day, our sense of 
community, humour, and brilliant team spirit 
saved the weekend.”

Employees enjoy each other’s company so 
much that they have formed their own clubs for 
videos, karaoke, marathon running, and other 
activities. Managers and their teams participate 
side by side while attending cooking classes 
and wine tastings, attending the opera, or trying 
their hands at sailing. Recently, the CEO 
surprised everyone by bringing Lordi, the 
memorable monster masked winner of the 
Eurovision song contest 2006, to perform at the 
company’s summer party.

Management Events’ people find plenty of 
reasons to celebrate, both with clients and each 
other. Friday afternoon usually finds employees 
in the company’s lounge, enjoying beer, cider 
and maybe singing some karaoke together. The 
company offers hot and cold beverages and 
snacks on-site, all on the house, and pays for 
the taxi rides of people who work late. 

Management Events Finland maintains a fun 
team spirit by welcoming employees from the 
day they begin. The company orientation 
includes a “get acquainted lunch,” at which new 
hires are introduced to colleagues from across 
the company. Afterward, a coach uses an 
evaluation card to give feedback about each 
newcomer’s competence and enthusiasm.

Not surprisingly, 98% of employees agreed with 
the Trust Index© Survey that they were “made 
to feel welcome when they joined the 
company,” and 98% of employees conclude 
that “this is a fun place to work”.

“There is not a more amazing bunch of people 
on the planet!" says one employee comment. 
“We are like a big family. Management does not 
sit in an ivory tower, but spends time with 
everyone else – as people among people. At 
Management Events, we laugh often, and are 
not too shy to swear and laugh directly from 
stomach.”

“Everything about working here is unique”
Microsoft (Belgium)

Microsoft is one of the world’s leading brands, a 
dominant force in software around the globe. It 
is perhaps not surprising that the company also 
has a reputation as one of the world’s best 
workplaces. Indeed, no fewer than 12 of this 
year’s individual European country lists 
included the “local” offices of Microsoft. Among 
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them was Microsoft Belgium, which was 
founded in 1989 and has 229 employees.

As Microsoft CEO Steve Ballmer told the 
company’s employees in August 2006, “A 
people-ready business believes that its people 
are the ultimate drivers of business success. 
This vision is rooted in Microsoft’s history and it 
is a reflection of how we ourselves do business. 
In many ways, we’re the ultimate people-ready 
business because of the way you – our 70,000 
employees around the globe – use software and 
services every day to make a difference in the 
lives of our customers and partners around the 
world.”

No matter what country it operates in, Microsoft 
continually reinforces the belief that its 
employees are its greatest assets. To 
understand how Microsoft maintains this 
consistency, one needs only to look at the 
company’s core mission and values statements. 
Microsoft’s mission does not say anything about 
software, or computers, or profits; rather it is “to 
enable people and businesses throughout the 
world to realize their full potential.”

How Microsoft’s employees carry out their 
mission is shaped by the company’s strong 
values, which begin with the principle, “We 
strive to develop and maintain a culture and 
work environment that enables employees to 
realize their potential and in which great people 
can do their best work.”

With those principles in place, a great 
workplace culture follows naturally. Microsoft’s 
recruitment strategy, for example, is based on 

several pillars, which include core talents (all 
new employees need to be intelligent, have a 
passion for technology, and be flexible); 
success factors (including individual 
performance, results, teamwork); competences 
(based on a “Career Model” for each function); 
and, of course, the values. In Belgium, the final 
interview for any new employee is always with 
the General Manager, focused on whether the 
candidate’s values fit with those of the 
company.

Microsoft also has a web page that describes 
and translates the values to specific employees’ 
actions, reasoning that values are only as 
effective if they are perceived by colleagues, 
customers, and other partners.

Even Microsoft’s marketing tag line –“Your 
potential, our passion” – confirms its belief in the 
unlimited potential of people. The company 
actively works to help its employees to achieve 
their potential through a variety of training and 
development tools. For example, Microsoft has 
two entirely different formal mentoring 
programs: Career Development Mentoring and 
Peer Mentoring. Microsoft Belgium also 
organizes cross-team focus groups to allow 
employees from across the company to offer
their input about different issues.

“At Microsoft, they give a lot of attention to 
personal development,” says one employee 
comment from this year’s Great Place to Work® 
Trust Index© Survey. “This is not only seen as 
the role of the employee, but also of the 
manager.”
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Senior leaders work proactively to maintain the 
mission and values. Last year, Lisa Brummel, 
Senior Vice President of Human Resources, 
conducted a “Listening Tour” with more than 
5000 Microsoft employees around the world 
prior to the launch of “My Microsoft,” an online 
tool based on five pillars of employee life: 
performance management, reward opportunity, 
career development, management excellence, 
and enhanced workplace.

“I spent a great deal of time meeting with 
employees, hearing what frustrates them and 
what would help make them to further our 
values,” Brummel explains. “Because this is 
based on employee input, we believe it will be 
well-received and provide tremendous value.”

Microsoft also keeps its employees on the 
same page through relaxed information 
sessions. The company holds a “Happy Hour” 
on every second Friday of the month; these 
events begin with a formal meeting, usually with 
a presentation by a manager, followed by a 
chance to eat and drink together. A different 
department hosts the happy hour each time; the 
“host” team talks about their accomplishments 
and current goals. New employees are 
introduced at these events, as well.

In their comments in the Trust Index© Survey, 
employees continually cite the company’s open, 
values-driven culture. “Open, honest, and 
respectful” is how one employee describes the 
company. “They care about their people and 
they see us as their most important assets. 
There are real opportunities to make a 

difference. Initiative is strongly encouraged and 
even expected.”

“I can state that I have never been in the 
elevator with someone here without starting a 
conversation,” says one employee. “Everything
about working here is unique. It does not at all 
compare to any of the places I have worked 
before. From the people inside my own team to 
the people I have interacted with performing 
totally other functions, even on the other side of 
the world, including management, everyone is 
ready to discuss anything to help you out if you 
have a problem. The company is really open 
and direct. There are no hidden agendas.”

Employee self-management
Middelfart Sparekasse (Denmark)

During the early 1990s, a number of mergers 
and acquisitions transformed the financial 
sector in Denmark, leaving many smaller banks 
scrambling for a competitive edge.

Responding to this new market, the managing 
director of Denmark’s Middelfart Sparekasse 
gathered employees for an evening meeting. 
He explained how the bank had been managed 
until then, emphasizing that while there was 
nothing wrong with the past, it was a leftover 
from industrial society (the company was 
founded in 1853).

Then he turned off the lights. The room was 
totally dark for seven minutes. The only sound 
was the breath of the participants. No one said 
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a word. In this way, the managing director 
hoped to signify the change from the past to the 
future.  

When the lights were lit again, he presented a 
new vision for how the bank would be managed 
– a vision that would take the bank toward 
“employee self-management”.

As he argued, the most important competitive 
advantage for a relatively small bank like 
Middelfart should be its employees, who must 
be highly competent, empowered to make 
decisions directly, and able to present a positive 
attitude and “know how” to serve customers’ 
needs. 

Thus, as its overarching vision, the company 
stated simply, “We want to be the best bank in 
Denmark.” Its mission, meanwhile, was 
developed in three parts: “1. We must treat our 
clients in a way that make them keep coming to 
the bank, and at the same speak positively 
about us to people that do not come here yet. 2. 
We must treat our employees in a way that 
makes them look forward to coming to work 
here every day, and make them proud to tell 
others they work here. 3. We should make 
enough money to be able to continue to fulfil 
the two first goals.”

The company’s new values were a distant cry 
from traditional banking. They included such 
revolutionary concepts as, “The employees in 
Middelfart Sparekasse are responsible human 
beings,” “Employees come to work to do their 
best for the benefit of the bank and 
themselves,” and “Employees do not come to 

work to cheat the management or colleagues. 
For that reason control is unnecessary.”

These values were later extended into a 
customer service philosophy: at Middelfart,
employees are empowered to take 
responsibility. The only regulators of employee 
behaviour are the company’s values, and 
employees must summon the courage and self-
confidence needed to act under so much 
freedom. Emphasizing an individualistic touch, 
the company stated, “At Middelfart Sparekasse 
we treat all employees and customers 
differently. This is the only way to treat them 
alike.”

So far, the bank has never been let down by 
one of its people.

In keeping with its self-management principle, 
the company offers 100% flexible scheduling for 
all its employees – even for employees working 
at the counter. Everyone is responsible for 
setting their own work schedules and goals.

Also in order for the employees to be self 
managers, Middefart Sparekasse believes that 
all information should be accessible to 
employees at all times. Immediately after each 
board meeting, the CEO posts the minutes on 
the company’s Intranet. Since 2003, a 
communications consultant has been employed 
full time at the bank, responsible for ensuring 
that the quantity and quality of information 
provided to employees are sufficient for the 
bank to be a value-based organization.

Middelfart Sparekasse even hired a famous 
Danish songwriter to write a song that 
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expresses the bank’s values and views on 
human nature. The song was written in 
collaboration with four employees and recorded 
in a studio, with all employees as singers and a 
few employees playing instruments.

The result of employee self-management has 
been an engaged, empowered workforce – and
highly satisfied customers. Middelfart 
Sparekasse has been in the Top 10 of the List 
of Best Workplaces in Denmark each year 
since 2002 and on the European List of Best 
Workplaces each year since 2003. Since “self-
management” has been implemented, sick 
leave has decreased by 50%.

Meanwhile, Middelfart Sparekasse is well 
above average on a number of key figures in its 
loans, deposits and equity. And as the final 
proof that its strategy has worked, a customer 
satisfaction survey conducted in collaboration 
with the Financial Sectors training centre 
showed that customer satisfaction is between 
10-20% higher at Middelfart than at any of its 
local competitors. 

Building a French culture on American 
traditions
PepsiCo, Inc. (France)

The Pepsi Cola Company is one of the world’s 
oldest agro foods producers and distributors; 
the company’s history dates back to 1863.

Yet the French subsidiary of PepsiCo was only 
created in 1992. Thus, for the past 15 years, the 

leaders of PepsiCo France have had the 
opportunity (and challenge) of building upon the 
traditions of their American parent company 
while developing a nimble, entrepreneurial 
company capable of thriving in the competitive 
French marketplace.

PepsiCo France has appeared on the Best 
Workplaces in France list since 2004. Even as it 
has grown to 328 employees, the company’s 
leaders have continually stressed the 
importance of teamwork, of individual 
employees developing themselves personally 
while operating as part of a tight-knit unit, in 
which mutual respect and open communication 
serve as an effective underpinning for high-
quality professional work.

To this end, the company welcomes new hires 
with an integration seminar called “PepsiCo 
France University,” a fun interactive seminar 
based on an original communication concept, 
and “Pep’s TV,” which incorporates PepsiCo 
history, interactive challenges, discussions, 
supermarket visits, a virtual factory visit, and a 
party with a premium customer.

“The welcome, integration and the follow-up of 
new comers are really great!” gushes one 
PepsiCo France employee, in a comment on 
this year’s Great Place to Work® Trust Index© 
Survey. “The PepsiCo University is an 
unforgettable experience.”

Employees are kept “in the loop” about issues 
affecting them through a variety of methods, 
including a daily newsletter, “Pepline,” which 
provides corporate and industry news, and a 
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quarterly internal journal, “Pep’s Echo”, which 
covers internal news. The company’s intranet 
portal is used extensively to deliver information.

PepsiCo France’s leaders also look to 
employees to offer ideas about how the 
company should operate. Every two years, 
PepsiCo leads an internal survey about topics 
ranging from diversity to work-life balance. 
Results from these surveys are processed in an 
“Action Plan Report,” which is used to guide 
company policies.

After a recent survey revealed that employees 
were dissatisfied with their pay, managers 
commissioned an external audit to benchmark 
their salaries against those of their competition. 
While the report revealed that PepsiCo’s total 
compensation was in fact fair for the industry, 
the company took a lesson and now provides 
employees with detailed explanations of their 
combined pay and benefits.

The average age of PepsiCo staff members is 
around 30 years old, and the company’s 
policies and programs reflect this youthful 
atmosphere. In the Great Place to Work® Trust 
Index©, one employee describes PepsiCo 
France as “a company on the rise, with strong 
development and close collaboration.”
Development is a priority at all levels: interns at 
the company are sent listings for new jobs. 
Each employee also participates in a “Career 
Development Journey,” led by an external 
trainer, to plan their development and track their 
progress over time. Based on input from an 
internal survey, the company created a 
Resources Center for English training, with one-

to-one lessons, group lessons, CD’s, videos, 
etc.

For employees to interact with each other, the 
company provides “conviviality space,” a 
comfortable area for relaxing or meeting over 
snacks, as well as a terrace. The HR team 
keeps managers in tune with employees’ needs 
through special teambuilding seminars, where 
they learn to develop strong interpersonal 
relations.

Because it’s not all about work, PepsiCo France 
offers explicit training to help employees 
maintain Work-Life Balance: a training program 
called “Time Management and Personal 
Organization” is offered across the company, as 
is a “Priorities Agenda,” which helps to define 
important tasks and prioritize work, and reminds 
people to balance their personal and work lives.

Currently, about 50 PepsiCo France employees 
are equipped to work from home; many follow 
flexible schedules, and the company’s policies 
make certain that no training takes place on 
Friday, and no meeting may be planned before 
9.30am or after 5.30pm. This latter policy was 
even reinforced by a bulletin board campaign in 
the office.

PepsiCo France has also established a 
reputation as a fair, forward-thinking workplace 
for women. The company offers full pay for new 
moms on maternity leave, with no minimum 
level of tenure required; women also receive an 
annual raise, regardless of the state of their 
pregnancy. “The great attention and respect for 
work/life balance are valuable, especially for a 
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woman with children in a high responsibility 
job,” says one employee. “And let me add, we 
are in a company that has a woman as the top 
worldwide leader, of Indian origin. Not bad for 
integration and equal treatment!”

Love and care as part of the culture
Piscines Ideales (Greece)

“Here they love me and my husband. Mr. 
Stavridis [the CEO and owner)] gave us money 
to buy a car and a house at our village. I can 
bring my little daughter to the office and she 
can play while I am working. No one has ever 
made me feel bad. I feel warmth and security. I 
know that if I need any help, they will give it to 
me.”
-- Employee of Piscines Ideales, Greece

Based in Greece, Piscines Ideales specializes 
in designing, constructing, and maintaining 
swimming pools. With 99 employees, the 
company operates as part of the French 
company Desjoyaux, the world’s largest 
swimming pool construction company. Since 
1991, Piscines Ideales (and its 21 franchises) 
have constructed more than 4,500 swimming 
pools in Greece, including 900 in 2006.

As this year’s Great Place to Work® Trust 
Index© employee comments make clear, what 
really makes Piscines Ideales special is not its 
business success, but the degree to which its 

employees feel that they are part of one big 
happy family.

“The company shows love and the majority of 
focus is on the human factor. It is probably one 
of the few places where great effort is 
recognized 100%,” says one employee.

“The owner of the company doesn’t see you as 
an employee, but as his own child, and he tries 
to provide you with guidance unselfishly and 
always according to your needs and wishes,” 
says another.

Piscines Ideales has managed to extend a 
sense of caring and family across its workplace 
culture, providing a vast array of perks and 
programs – not to mention genuine affection – to 
care for the company’s people.

Employees are embraced from the moment 
they arrive: they are welcomed by the CEO 
himself, and receive a welcome book that 
includes the story of the company, pictures of 
colleagues, and descriptions of company 
practices and policies. They are also given the 
CEO’s mobile phone number as soon as they 
are recruited, and they learn the company’s 
basic values: respect, camaraderie, teamwork, 
pride, focus on quality, and learning and 
personal development.

Like any good family, the company focuses on 
the personal and professional development of 
its members. Junior-level employees with only 
a basic education are given the training needed 
to rise through the ranks; anyone is eligible for 
paid training, regardless of whether it is directly 
related to their work.
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Indeed, the company regards all employees as 
potential entrepreneurs and leaders; all are 
given equal opportunities for career 
development and all are invited to take on new 
initiatives and responsibilities. Seven of the 
company’s franchisees were formerly 
employees of the company who were given the 
chance to become entrepreneurs themselves. 

One employee, a cleaning lady, became a 
secretary after taking PC lessons sponsored by 
the company. “For me this is something unique 
and special,” the woman explains in the Trust 
Index© Survey. “In this company, whatever help 
I have asked for, I have received it... I am very 
lucky and grateful for all they have offered to 
me.”

The Piscines family provides daily refreshments 
and snacks, and provides on-site travel 
planning and bank services. The company 
recently constructed an on-site spa and fitness 
centre, open to employees and their families; 
they are also looking into developing a day care 
center for employees’ children. Five percent of 
employees telecommute and several mothers 
enjoy flexible scheduling, working from home 
one day per week. Employees may also leave 
early on Fridays.

Every year, the company sponsors a trip 
abroad to an exotic destination for all 
employees; in 2006, the whole company went 
to Thailand. Piscines Ideales also provides gifts 
to employees to mark their service 
anniversaries, and also offers an award to the 
“Person of the Year,” an employee who best 
demonstrates the company’s ethics and 

personal development. Other exceptional 
employee efforts are recognized with gifts of 
cash or vacations.

Piscines Ideales also celebrates every birthday 
in the company with a company-bought birthday 
cake; people gather together almost daily to 
sing the birthday song and blow out candles. 
The CEO frequently invites employees to his 
house to celebrate the New Year, and they go 
out for dinner and dancing to celebrate his 
birthday.

Employees who get married receive a month’s 
worth of salary as a bonus; those who have 
children receive three extra days off for parental 
leave, plus a financial bonus. When employees’ 
children start their studies at a university, the 
company gives them a personal computer. The 
company also gives no- or low-interest loans to 
employees for any reason (several employees 
have managed to buy a house with this 
financial assistance). And for employees in the 
market for a pool or spa, well, they also get a 
substantial discount on the company’s 
products.

The company also pays for 80% of the cost of 
private health insurance, which covers such 
costs as an annual health check-up, including 
mammography, PSA, cholesterol, heart exams, 
and other screenings (the remaining costs are 
paid for by the Social Services Department). 
The company offers a 2% salary raise to all 
smokers who manage to quit smoking in the 
year.
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Being a great workplace is key to the 
company’s business strategy, which explicitly 
states as part of its key objectives “to care for 
employees’ families, by providing them 
increasing benefits and practices, and to build 
camaraderie, to constantly invest on training 
and personal development, and to provide 
equal opportunities for all; to develop excellent 
co-operative partnerships based on ethical and 
sincere relationships, with the main goal of 
prosperity for all; and to be sensitive and active 
in Corporate Social Responsibility activities, in 
any possible way, as a team and individually.”

The Piscines Ideales “family” is inclusive of 
everyone, regardless of their sex, age, or 
nationality. The company has 26 employees 
who are non-Greek immigrants, and the 
company hires both very young employees and 
also older people, even those with health 
problems.

Another employee, a member of a national 
minority, used the Trust Index© to tell us a 
story: “Mr. Stavridis helped me and my brother. 
I want my kids to grow up and work for this 
company. The boss took me with him on a 
business trip at Albania. I met Sali Berisa 
(President of Albania), and many ministers and 
the ambassadors of Greece and USA. My 
parents burst into tears when they saw me in 
TV. You cannot understand how I feel!”

Piscines Ideales’ efforts to envelop employees 
as part of a unified family have sealed the 
company’s successful long-term growth and 
prosperity. As one employee explains, “We 
have all loved each other truly. We work with 

fun and we help each other with our heart. We 
all want to continue like this, and we all want to 
take our family company even higher.” 

“If you treat employees as if they make a 
difference to the company, they will make a 
difference to the company.”
SAS (Sweden)

Back in 1976, when Jim Goodnight founded 
SAS Institute in North Carolina, USA., “SAS” 
stood for “statistical analysis software,” and the 
company employed just a handful of 
employees. Now, the meaning of the acronym 
has largely been forgotten, but SAS has grown 
to become the largest privately held software 
company in the world, with approximately 
10,000 employees.

Throughout its history, SAS has concentrated 
on supporting its people. Jim Goodnight once 
said, “If you treat employees as if they make a 
difference to the company, they will make a 
difference to the company.” In other words, 
satisfied employees create satisfied customers. 
As far back as 1976, the company has offered 
fun benefits like Friday breakfast goodies and 
Wednesday M&Ms, not to mention free health 
care, on-site day care, and a variety of social 
activities for employees and their families.

As it has expanded to Europe, SAS Institute 
has continued this tradition of treating its people 
well. Founded in 1986, SAS Institute Sweden is 
located in a beautiful, restored 18th-century 
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castle just north of Stockholm. The company’s 
104 employees enjoy a 35-hour work week and 
follow flexible schedules; the company pays for 
home internet connections for anyone who 
wants to work from home. Compulsory 
meetings are held toward the middle of the day 
so anyone can take part, including those who 
have children to pick up at day-care.

SAS is characterized by open, warm 
communication; sales people openly and 
sincerely congratulate each other for won deals, 
and all employees participate in the bonus 
program, regardless of position. “We have a 
unique company culture,” says one employee. 
“I have a lot of faith in SAS as a whole, both 
now and in the future.”

SAS Institute has also led the way in preventive 
health care since 2001, currently offering what 
the HR Director (in true Swedish form) 
describes as a “smorgasbord of health 
activities”: an on-site fitness facility, and a 
rotating program Weight watchers, yoga, Tai 
Chi, power boxing, and other activities. They 
also have smoking cessation classes, pay for a 
personal trainer, and regularly bring in lecturers 
to talk about food, stress, work management, 
and other topics. The company has an on-site 
restaurant that serves discounted healthy meals 
(including a daily salad buffet), and SAS also 
offers free healthcare through a private insurer, 
with an unlimited number of visits available to 
employees.

SAS Institute also works hard to promote the 
safety of employees: anyone in the company is 
entitled to take a paid taxi home at night, a 

benefit rarely offered in Sweden. It also offers 
progressive programs for employees who go on 
long-term sick leave, offering to pay for 
rehabilitation before legally required to reduce 
the amount of time that people spend away 
from work due to injury. To date, 100% of the 
employees who have received treatment 
through this plan have gone back to work full-
time. The company’s sick leave rate is just 
0.7%.

To encourage employees to develop to their 
potential while assuming more individual 
responsibility, SAS Institute Sweden recently 
took the extraordinary step of removing its 
Board of Directors; all decisions are now made 
entirely between the CEO and the manager and 
group members concerned with a particular 
matter. As a result, there is never more than 
one line of management between any 
employee and the CEO. 

To make this change, the company established 
a number of team leader positions, which were 
filled entirely from within the organization’s 
ranks. These new managers undergo a 
comprehensive, six-month leadership 
development program divided into monthly 
blocks, with learning exercises in between. 
Each manager formulates goals that are 
approved by the CEO, and each has a coach 
that they meet with once per month. 

The end result: by empowering employees to 
set their own deadlines and carry out their own 
tasks, the company has increased the level of 
accountability and responsibility across the 
organization. “I have gotten to know our CEO a 
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lot better which has resulted in [more business 
success],” says one employee, describing the 
new program. “I have a stronger position and 
other managers listen to me a lot more than 
they did before.”
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Great Place to Work® Institute has been 
identifying and researching great workplaces 
for 25 years. It started with a book on the “100 
Best Companies to Work for in America” and 
now we are carrying out annual studies of the 
Best Workplaces in 30 countries worldwide. In 
Europe we have offices in 15 countries. 

Since 2003, Great Place to Work® Institute has 
been publishing an annual list of the 100 Best 
Workplaces in Europe. The first European list 
was supported by the European Commission, 
who wanted the European business community 
to strive for creating great workplaces that 
would improve people’s quality of life, while 
developing a sustainable competitiveness for 
European industry. After the publication of the 
first European list in 2003, Great Place to 
Work® Institute decided to continue the 
research and build up a European network of 
Institutes. 

The list of the 100 Best Workplaces in Europe 
is based on the 15 national Best Workplaces 
studies all around Europe. Everywhere the 
participants in the study are evaluated with the 
same basic methodology of combining the 
results from the employee survey Trust Index© 
and the management survey Culture Audit©. 
The opinion of the employees is the most 
important element of the evaluation. The results 

of the employee survey provide 2/3 of the total 
score and the management survey the last 1/3.

The methodology of the Best Workplaces study 
derives from the Great Place to Work® Model© 
and more than 25 years of research conducted 
by Robert Levering, Milton Moskowitz and other 
researchers from the Great Place to Work® 
Institute. The definition of a great place to work 
is a place where the employees:

Trust the people they work for, have pride in 
what they do, and enjoy the people they work 
with.

This definition is translated into the five-
dimensional Great Place to Work® Model©, 
where three dimensions – Credibility, Respect 
and Fairness – refer to the concept of trust. A 
fourth dimension Pride refers to the pride in 
what you do and the fifth dimension 
Camaraderie to enjoy the people you work with. 

The employee survey Trust Index© is a 
standardised survey tool developed by the 
Great Place to Work® Institute Inc. The survey 
includes 57 statements related to the five 
dimensions of the Great Place to Work® 
Model©. The employees respond anonymously 
to each statement on a scale “almost always 
untrue”, “often untrue”, “sometimes untrue, 
sometimes true”, “often true” and “almost 
always true”. All employees including 
management participate in a random selection 

Background and methodology

It is our mission 

to build a better society 
by helping companies 

transform their 
workplaces.
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of people who receive the survey. In 
organisations with less than 250 employees 
everybody receive a survey. 

The management survey Culture Audit© is 
usually filled out by the HR manager. The 
Culture Audit© is an analysis of the value 
system, policies and practices that support the 
working environment and culture in the 
organisation. The Culture Audit© is evaluated 
based on a standardised methodology 
developed by Great Place to Work® Institute. 

The Best Workplaces studies are currently 
carried out in 30 countries worldwide by local 
affiliates of Great Place to Work® Institute.
To learn more about Great Place to Work® 
Institute and how we can help you create a 
great workplace within your organisation, 
please visit us on the web 
www.greatplacetowork-europe.com or take 
contact with your local Great Place to Work® 
Institute office:

Country Contact person Email Phone

Austria Matthias Wolf mwolf@greatplacetowork.at +43 (1) 516 33 3821

Belgium Kristien van Bruystegem kvanbruystegem@greatplacetowork.be +32 16 24 88 27

Denmark Liselotte Jensen ljensen@greatplacetowork.dk +45 33 69 13 69

Finland Asta Rossi arossi@greatplacetowork.fi +358 41 548 9995

France Veronica de Voss vdevoss@greatplacetowork.fr +33 (0) 1 47 96 46 67

Germany Frank Hauser fhauser@greatplacetowork.de +49 221 42061 475

Greece Dimitris Ganoudis dganoudis@greatplacetowork.gr +30 210 6971098 

Ireland Bob Lee blee@greatplacetowork.ie +353 1 8909510

Italia Antonino Borgese aborgese@greatplacetowork.it +39 02 290 60 629

Netherlands Marcel van Marrewijk mvanmarrewijk@greatplacetowork.nl +31 33 330 3232

Norway Jannik Krohn Falck jfalck@greatplacetowork.no +47 22 91 06 46

Portugal Sandrine Lage info@greatplacetowork.pt +351 21 4177418

Spain Montse Ventosa mventosa@greatplacetowork.es +34 935323669

Sweden Helena Blomqvist hblomqvist@greatplacetowork.se +46 8 56 20 04 80

UK Colin Curran ccurran@greatplacetowork.ie + 44 (0) 870 6088780

Europe Palle Ellemann pellemann@greatplacetowork-
europe.com +45 33 32 12 92


