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Project Details

Title Employee Il lumination Status COMPLETED

Category 4-Valuing People Updated 07-23-2014

Timeline  Rev iewed 09-18-2014

01-01-2012 Created 10-27-2011

06-30-2014 Version 3

Project Goal

In recognizing Edison’s commitment to the development of our employees, the action project’s goal is to improve the culture at Edison by
providing public honor, recognition, and praise to our many committed hardw orking faculty, staff, adjuncts, and student w orkers
through engagement and recognition in support of the college’s mission.  This project w ill provide a venue to keep employees motivated
in alw ays doing their best in serving our employees, students, and community. 

Reasons For Project

This action project is a high priority to build a sense of community, pride, and positive morale w ithin the institution.  It is a w ay to say
“thank you” to our employees through appreciation, focusing on commitment and positive actions.  As the college moves forw ard in
creating a positive environment and culture, this project is a w ay to move forw ard in employee engagement. 

Organizational Areas Affected

As w e value all of our employees, this project w ould involve all faculty, staff, adjuncts, and student w orkers.

Key Organizational Process(es)

This process w ill validate our employee w orking-by-values, as w ell as improve the culture, morale, teamw ork, leadership, and a
sense of “oneness”.  It w ill afford an opportunity for all employees to be recognized and/or honored for their commitment, daily w ork
efforts, and acts of service w ithin the total college community.  This specif ic project w ould not necessarily be tied or linked to length of
service or years of service at the college. Kindness around Edison is a great culture change and as w e w ork to achieve a higher level
of student satisfaction, this project w ill empow er peers to recognize the good that w e are doing.

Project Time Frame Rationale

The committee anticipates the kickoff of the project to be January 1, 2012 and anticipates the project to cycle for one full year before
being turned over to HR and a committee as an ongoing initiative. After completing the second year as an Action Project, w e decided to
keep the project in active status for one more year for the support, importance level, and focus provided by being an AQIP Action
Project.

Project Success Monitoring

The project w ill be monitored through feedback and level of participation, as w ell as how  successful the efforts are of the Employee
of the Semester Brag Page, Lightning Bolt Page, and the family portrait w all.  An improvement in the employee satisfaction survey
w ould also be a measurement of the success of the project.

Project Outcome Measures

The overall indicator that this project has been successful w ill be demonstrated by the continued involvement of employees in making
nominations and “zapping” co-w orkers past the initial kick off stage.  If  involvement stops, then w e w ill know  that the project has run
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Project Update

CURRENT PROJECT STATUS SUMMARY

The Action Project on Valuing People w ill be completed follow ing review .
 
The Action Project’s goal is to improve the culture at Edison by providing public honor, recognition, and praise to our many committed
hardw orking faculty, staff, adjuncts, and student w orkers through engagement and recognition in support of the college’s mission. The
Project w ill provide a venue to keep employees motivated in alw ays doing their best in serving our employees, students, and
community. 
 
To accomplish this, the AQIP 4 team focused on the follow ing initiatives:
 

1. Employee of the Semester recognition
2. Wall of Families
3. Continue the project of “On-the-Bus” annual aw ard
4. Continue/reinstate the Wall of Memories

 
The focus of this Action Project supports our Strategic Master Plan, Core Theme 1 Valuing People, Key Result 1 Sustain Positive
Employee Engagement, Implementation Strategy 1.1 Create a culture that recognizes employees and celebrates accomplishments.  

ORIGINAL PROJECT GOALS AND DELIVERABLES

1. Employee of the Semester recognition:  Measurement is the nomination, selection and recognition of an employee each
semester.  We have recognized tw o people each semester, for the past tw o semesters.  Nominations are made by employees
and review ed by a committee of peers. 
 

2. Lightning Bold Page/Publication: This initial goal w as suspended due to a similar initiative introduced by our CQIN 2011 team
called “Critters” w hich focused on Internal Service Quality.  It continues in full-strength today.
 

3. Wall of Families:  Measurement w ill be the implementation of the initiative and participation by employees.
 

4. “On-the-Bus” Performance Improvement Annual Aw ard:  Measurement is the nomination, selection and recognition of the
employee(s) for this annual aw ard.  Employees continue to be recognized annually.  Nominations are made by employees and
review ed by a committee of peers. 
 

5. Wall of Memories:  Measurement is the review  of the criteria, then the nomination, selection, and honoring of a former
employee.   Nominations are made by employees and review ed by a committee of peers.  

ACCOMPLISHMENTS OVER THE PAST YEAR

1. Employee of the Semester recognition – Completed

Status:  Fully implemented fall of 2013.  This initiative is w ithin the process set forth and w ill be on-going.  It has been moved
to the Department of Human Resources and w ill be announced semi-annually.
 

2. Lightning Bolt Page/Publication - Suspended

Status:  The team decided that Edison already has such an initiative w ith the “Critter” initiative on campus.  
 

3. Wall of Families – In progress

Status:  The committee is still w orking on the feasibility of this initiative.  The initiative w ill be moved under the leadership of the
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Department of Human Resources to discuss further potential of implementation w ith the committee.  
 

4. Continue the project of “On-the-Bus” annual aw ard – Completed

Status:  Is w ithin the process timeline previously set forth and w ill be announced annually at the fall convocation in August. 
In 2013, the aw ard w as presented to an individual and to a department.  In 2012, the aw ard w as presented to tw o
individuals. This initiative has moved to the Department of Human Resources to continue and sustain.
 

5.  Continue/reinstate the Wall of Memories – Completed

Status:  This initiative w as re-instituted w ith recognition given in conjunction w ith the employee annual recognition dinner in
February per set forth timeline.  This initiative has been moved to the Department of Human Resources

INSTITUTIONAL INVOLVEMENT

All initiatives included a cross-campus representation to include administrative, professional-technical, classif ied, faculty, and
adjunct.   The w ork of the Project w as monitored and review ed by the CQI Steering Committee.

BEST PRACTICES

In line w ith Edison’s Strategic Master Plan, the AQIP 4 initiatives support Key Result 1, Sustain Positive Employee Engagement.  These
initiatives allow  for commemoration, celebration, recognition, and collaboration of employees throughout Edison so that employees feel
valued through positive actions and recognition.    
 
One statement on our annual Employee Satisfaction Survey directly relates to Valuing People.  We ask “Overall I feel valued as an
employee of the college.”  This statement has increased by 16% since the inception of this Action Project in 2012.  2012 overall
satisfaction = 72%.  2014 overall satisfaction = 88%.

ANTICIPATED CHALLENGES TO PROJECT SUCCESS

With the initiatives transferring to the Department of Human Resources, w e have every confidence that they w ill continue over the
years to come.  The Wall of Families w ill continue to be vetted for feasibility throughout the next year.    

PLANNED NEXT STEPS AND TIMELINE

The Action Project w ill conclude follow ing review  by AQIP.  The Human Resources Department has included the continuing initiatives in
their Strategic Planning and annual departmental goals.

ADDITIONAL INFORMATION, QUESTIONS, OR CONCERNS

None at this time.

Update Review

CURRENT PROJECT STATUS SUMMARY

The overall goal seems clear and w orthw hile and appears to include all employee categories, w hich is commendable. One of the key
factors described in the original project proposal w as "… through engagement and recognition in support of the college’s mission."
There is no mention in the project update of how  the aw ard programs w ere tied to the college mission. The previous update
documents increase in the proportion of employees indicating they feel valued. Unfortunately, there is too little description of the
programs listed to have any realistic notion of w hat w as done through the programs.
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ORIGINAL PROJECT GOALS AND DELIVERABLES

Identifying the w ork areas of the aw arded employees w ould be very helpful in show ing the review er the degree to w hich recognition
has included the various w ork areas in the College. There is no explanation of the "Wall of Families" or mention of the degree/extent of
participation. The same statement applies to the other categories/aw ards as w ell. Stating that the "Critters" initiative continues "in full
strength" does not convey an accurate indication of the status of the program. Clearly, the project included a variety of programs in
this initiative w hich should be a strength as it provides various w ays of recognizing and rew arding employees w hich w ould seem to
convey genuine appreciation.

ACCOMPLISHMENTS OVER THE PAST YEAR

Tw o of the f ive initiatives are indicated as being completed and institutionalized: Employee of the Semester and "On the Bus." One w as
deleted as being a replication of another group's initiative. The "Wall of Families" has apparently not gotten off the ground and w ill be
passed off to another group "to discuss further potential of implementation," w hich is at best an unclear commitment to actual
utilization. The status of the "Wall of Memories" program is a bit vague; there is no specif ic mention of the number of nominees or
aw ards given at the dinner but it appears to now  be an ongoing program. With only a couple of exceptions, the College clearly
achieved implementation of the key parts of this Action Project.

INSTITUTIONAL INVOLVEMENT

A more detailed listing of the representation on each group w ould be extremely helpful and provide more concrete support of the
statement. What areas provided funding for the aw ards programs? Were groundskeepers and custodians included? Maintenance
w orkers? What levels of administrative w orkers? Were nominations for aw ards specif ically solicited from each area? Was the
solicitation equally accessible for all employee groups? (I.e., Custodians and maintenance w orkers may not have access to email on
some campuses.) The inclusiveness listed is very commendable, especially as to adjuncts, w ho are frequently excluded from many
key functions.

EFFECTIVE PRACTICES

The increased proportion in the number of employees feeling valued is signif icant, notew orthy and commendable! This is a key element
in effective organizations and is vital to "… keep employees motivated in alw ays doing their best in serving our employees, students,
and community." The clear inference is that the team attributes this increase to the Action Project. Were there any other changes that
might have improved employee's perceptions of feeling appreciated? Any changes in administrative staff ing or structure? A specif ic
survey that asks employees to rate, evaluate and provide feedback on the specif ic initiatives of this Action Plan could generate more
reliable inferences, identify specif ic strengths and reveal w ays of improving it. That w ould also complete the PDCA cycle and help
embed a CQI culture.

ANTICIPATED CHALLENGES TO PROJECT SUCCESS

Edison is commended for this confidence in its HR department regarding the future of these initiatives. Identifying specif ic reasons for
having this confidence w ould be very helpful to the review er. We encourage the project team to consider these questions in order to
help the HR department w ith a smooth and successful transition to ow nership of these initiatives: Are there any challenges that might
cause the initiatives to be discontinued? Is there any inherent ow nership or vesting w ithin the Department of Human Resources in
regard to these initiatives? What obstacles/challenges might come into play w hile the Wall of Families initiative "… w ill continue to be
vetted for feasibility throughout the next year?" Is there any genuine commitment for this or is this simply a w ay of letting this particular
project die a natural death of attrition? It might be tempting to say, "Oh, w ell, four out of six is pretty good." How ever, this may be an
indicator of a much deeper and more serious problem if  it is indicative of a particular segment or element w ithin the College that has
learned that it can stave off signif icant change by simply dragging its feet and refusing to take genuine action on an initiative. Were the
same people/departments involved w ith this initiative as w ith others? Did it depend on funding from a different source? Was there
deliberate obstruction or did members simply lose interest or w as this group never really committed to the idea but given responsibility
anyw ay? Successfully addressing these questions and searching for root causes could be an excellent opportunity for the project
team and the College to learn more about its functioning and how  to ensure even greater success w ith other Action Projects as it
continues on its journey to continuous quality improvement.
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PLANNED NEXT STEPS AND TIME LINE

Unlike ESCC, many organizations fail to perceive the importance of focusing f irst on their ow n employees in order to achieve the end
result of improved customer/client service. ESCC's choice of focus for this particular Action Project is reinforced by an organization
that achieved spectacular increase in end user satisfaction ratings. In "The Baptist Health Care Journey to Excellence," Al Stubblefield
reveals that the key element in the organization's incredible reversal in ratings of patient satisfaction w as not based on putting all of
the emphasis on patient satisfaction: it w as the result of focusing f irst of all on employee satisfaction! ESCC is highly commended for
addressing this aspect of their culture. Too many organizations appear to be reluctant to focus attention on Category 3, Valuing
Employees. As ESCC demonstrates, deliberate attention to letting all employees know  that they are genuinely appreciated w ill yield
dividends for every student, every employee and every stakeholder.

ADDITIONAL INFORMATION, QUESTIONS, OR CONCERNS

NA.

Project Outcome

REASON FOR COMPLETION

The Action Project "Employee Illumination" achieved the goal to improve the culture at Edison by providing public  honor, recognition, and

praise to our many committed hardworking faculty, staff, adjuncts, and student workers through engagement and recognition in support of

the college’s mission.  The work of the Project Team has been institutionalized and wil l be maintained through the Department of Human

Resources.

SUCCESS FACTORS

The number of employees feeling valued increased by 16% on the Employee Satisfaction Survey statement, directly related to this
Action Project:  "Overall I feel valued as an employee of the college."

UNSUCCESSFUL FACTORS

Not every itemized initiative w as accomplished through the Action Project team how ever, the groundw ork w as accomplished that
allow ed for the "in-progress" initiatives to be moved forw ard to HR.
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