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Employee Age

Under 30 years 56

30-40 years 130

41-59 years 144

60+ years 37

Years of Service

Under 5 years 182

5-9 years 123

10-19 years 40

20-40 years 22

• Founded in 1909

• 370 employees (<1% PT)

• 48% Exempt; 52% Non-Exempt

• CEO change January 2019

• 15 to 26 States 
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Philosophy and Goals
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NGL’s total rewards 
philosophy is to provide 
a holistic, modern total 
rewards package that 
prioritizes results and 

trust over longevity and 
policy.

Reduce Inequity

Reduce Risk

Shift Culture to More Trusting

Modernize Benefit Options



Support from QTI

Three Main Perspectives:

1. Employer (spend, exposure risk)

2. Employee (utilization, total 
rewards survey of 
importance/satisfaction, focus 
group satisfaction)

3. Market (benefits competitiveness) 
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Next Up:

Realign & Optimize!

Summary of key findings..

Total exposure risk 
high

Total spend 
significant

Utilization 
opportunities for 

improvement

Program 
misaligned with 
employee needs 

and values

Overall benefits were competitive 
with some opportunity to be more 

progressive
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•Expanded Bereavement Leave

•Paid Parental Leave & Paid FMLA

•PTO Enhancements

•Personal Holiday

•Sabbatical

Here’s what we’ve been up to:

•Improved Retirement Savings Plan with 
increased match, Roth and Loan option

•Financial Wellness Initiatives

Retirement

•NGL Choice Program

•Kazoo (Service anniversaries, birthdays, and so 
much more)

Recognition &

CHOICE!

Medical, Dental,

Vision, Life

•New plan option for out-of-state

•HDHP and HSA

•New Dental (2 options)/Vision Carrier

•Accident Insurance

•Voluntary (additional) Life and AD&D Insurance

Paid Time Off
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Recognition Transformation

Current Programs

Long & 
Burdensome

Not Visible

Inconsistent

Not Valuable

Limited Options

Desires

Quick & Easy

Visible

Frequent

More 
Engaging

Personalized



Here’s what they say…

1% higher payroll spent on recognition is 85% 

more likely to see positive engagement

70% of employees report the most meaningful demonstration of 

employer appreciation has no dollar value

Companies with highly effective recognition programs 

have 31% lower voluntary turnover

…So we implemented an online recognition Platform
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REAL Meaningful Recognition…

Here’s what our employees are saying:
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Employee A

Adoption Assistance: $5,000

529 contribution: $500

Matching Charitable Giving: $2,000

Tuition Reimbursement: $5,000

NGL insurance contribution: $XXXX

Employee B

$0

“These benefits are not valuable to me at 
this time in my life.”
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Aligning Needs & Values while Increasing 
Utilization & Equity!

Current platform of benefit choices offered a wide array of 

options, created complexity, and was under valued/utilized 



NEW in 2021:  NGL CHOICE PROGRAM

CHOICE Program allows employees to 

chose how to allocate NGL benefit $$ to 

best meet their needs.

The account choices vary between:

• NGL CHOICE Tax-Free Cafeteria Plan Accounts

• NGL CHOICE Taxable Cash Accounts
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NGL CHOICE Tax-Free Cafeteria Plan Accounts:

• Health Savings Account (HSA)

• Health Care FSA

• Dependent Care FSA

• Adoption Assistance

NGL CHOICE Taxable Cash Accounts:

• College Savings Plan (529)

• Student Loan Reimbursement

• Personal Development

• Pet Care

• Individual Giving

• Cash

Note: 
IRS 

Rules 
apply



Employee A

$1,500
$1,500 into HSA

Employee B

$1,500
$500 Pet Care
$1,000 Cash
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Mission Accomplished!



Thank You and Stay Well!

Kristi Fredricksen

National Guardian Life Insurance Company
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Mission

Literacy Network teaches reading, writing, communication, and computer skills to Dane County adults 
so they can achieve financial security, well-being, and deeper engagement with their families and the 
community.

Vision

By 2024, Literacy Network is known throughout Dane County for its personalized teaching 
methods, commitment to learner success, and responsible growth. Learners, volunteers, and staff 
feel welcomed and at home in the facility. Learners’ interests and needs continue to drive the 
organization’s decision-making. Staff have opportunities for long, rewarding careers in a dynamic but 
stable culture that continues to support openness and collaboration.

Values

• Relevance – we ensure our work is practical and applicable to the lives of our learners and the 
needs of our community.

• Inclusion – we value all people and welcome them to be part of our work, demonstrating 
empathy and patience through the learning process.

• Persistence – we believe compassion and collaboration guide progress and that we can 
improve the world by being resourceful and creative in building momentum and moving 
forward.

• Community – we foster connections and collaborations that bring people together to inspire 
hope and celebrate success.



Our DEI Strengths and Challenges

Strengths

• Shared mission to increase equity in educational opportunity

• Small staff size allows us to adapt easily

• Regular work with diverse communities

• Coaching, professional development & regular new opportunities 

• Long-term commitment to staff engagement & satisfaction initiatives 

Challenges

• Representation among our staff and board 

• True inclusion, not tokenism 

• Leading while learning



Hiring

• Position Descriptions: Where can equivalent skills replace a college 

degree requirement?

• De-emphasizing previous experience in exact position; look for:

• Commitment to mission

• Potential to learn & grow

• Transferrable skills

• Valuable lived experience

• Recruitment: Reach out personally to applicants who have a 

relationship with our org

• Avoid tokenism



Mentorship

• Provide formal peer mentorship during new hire’s first 6 months 

• Match by complementary position/department 

• Give clear expectations to both participants 

• Goals of mentorship

• How often to meet

• Confidentiality 

• Guiding questions for first session

• Thank the mentor with extra  ½ day of PTO at end of commitment



Coaching & Professional 
Development

• Managers have a % of their positions, and specific outcomes, 
dedicated to their staff’s skill development and career growth

• Managers receive training in coaching strategies  

• Regular (meaningful) internal promotions 
• De-emphasis of formal credentials; look at skills, potential, and past 

performance 

• Invest in professional development 
• Each staff receives annual PD budget 



Building a Great Place to Work 

• Low-cost ways to improve work-life balance for staff:
• Generous PTO (5 weeks)

• Friday afternoons off

• Flexible scheduling options (4-day work week, Fridays work-from-home)

• Livable benefits & salaries (gradual progress over 6+ years)

• Regular staff surveys measuring engagement & satisfaction
• Build solutions to common issues into strategic planning and budgets

• Tell staff what you’re doing in response to their feedback, and why!



What’s Next

• Step Up for Equity 

• 9-week Uprooting Biases Challenge (all staff)

• Training Modules & Strategy Sessions (leadership/managers) 

• Development of further strategic plan action items 

• Benefits

• Paid parental leave

• PTO – able to accrue higher balance 

• Learner-to-Staff-to-Leader Success Story 



We’ve Learned…

• Real growth is built on self-honesty 

• To take the long view

• Authentic change is complex and takes time 

• Integrity of commitment over appearances

• Regular re-commitment: 

• Do our mission and vision reflect our desire to contribute to a more 

equitable community and inclusive workplace? 

• Are those values diffused into our daily decision-making? 



Thank you! 

To learn more about Literacy Network, or to get involved, 

find us at www.litnetwork.org

Or contact us directly! 

Jennifer Peterson

jennifer@litnetwork.org

http://www.litnetwork.org/
mailto:jennifer@litnetwork.org
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G I V E  I T  O F T E N ,  B E  O B J E C T I V E  A N D  F O C U S  

O N  R E S U L T S



D R I V E R  F O R  E M P L O Y E E  

E N G A G E M E N T







MSA Professional 
Services

• We are a full-service, 100% employee-owned consulting 
firm. 

• MSA’s purpose is to enable people to positively impact the lives 
of others.

• Our engineering professionals work alongside our architects, 
environmental scientists, funding experts, urban planners and 
surveyors to provide a full suite of professional services to our 
clients. From bike trails and interstate highways to drinking 
water and wastewater, we have supported projects from start 
to finish since the 1930s.



Critical to our success was creating a 
cross-functional project team 

• We formed a project team of carefully chosen 
leaders and staff to review industry data, 
share opinions, and create deliverables.

• They have buy-in and can be Change 
Champions with their peers.

• They have also helped us communicate the 
initiative with staff.

• It has taken longer, and our deliverables are 
more closely aligned with what we need.

• HR has a clearer understanding of how much 
change management will be needed to 
successfully implement it.



It started with 
defining a new 
job architecture



Then we developed Job 
Descriptions and Career Paths

• Within our job architecture, we 
identified each job family and levels 
within each:

• e.g., Engineering, 
Architecture, Accounting, 
Marketing, IT

• Each level has criteria, so we 
have alignment with the job 
architecture

• We created a new job description 
template and refined every 
description. 

• We involved leaders, some staff, 
and executives in this effort. 

• This took a big investment in 
time and project 
management by HR.



Throughout that 
effort, we 

identified how an 
employee can 
grow in their 

current role and 
move into other 

roles



We’ll work on learning plans next

• Our next step will be to solidify visuals of 
potential career paths to help employees see 
their future at MSA Professional Services.

• We will then create learning plans to help 
them achieve their professional goals.

• Along with that will come new ways of 
training and new opportunities, such as:

• Leadership development training

• Interpersonal skills training

• An upgraded Learning Management 
System





S A D  F O R  P E O P L E .  

B A D  F O R  B U S I N E S S .
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In what ways does Hy Cite demonstrate care?

Global Wellness 
Program

Leadership 
Support

Infuse wellness 
into the workplace

Accept all 
feedback

Incorporate 
Family

Evolve as needs 
change

Employees are the #1 priority

Wellbeing 
imbedded in our 
strategic goals

Wellness rooms, 
fitness center, 
employee 
garden

Solicit 
advice/criticism, 
survey often

Employee 
appreciation, 
annual banquet 

In-person 
engagement to 
virtual offerings

US, MX, CO, 
AR, BZ, PE

Well Cite Wellness
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Virtual with 
a broad 
focus on 
staying 
connected

In-person 
with a focus 
on specific 
wellness 
realms 

Physical, Mental, Financial, Social

Well Cite Wellness



83

Facebook Page

• 533 MEMBERS

• 621 POSTS

• 18,310 REACTIONS

• 7 COUNTRIES REPRESENTED 

(US, CO, MX, BZ, AR, PE, DR)

Well Cite Wellness



2020 Virtual Art Fair
• 26 ARTISTS

• 150+ WORKS OF ART

2020 Recipe Book
• 61 SUBMISSIONS

• 1,200+ VIEWS

Well Cite Wellness



2020 Holiday Celebrations

TURKEY TOSS HOLIDAY HAM GIVEAWAY

~250 Turkeys ~210 Hams

Well Cite Wellness



Mental Health First Aid

• OVER 30 CERTIFIED RESPONDERS

• MOSTLY MANAGERS, SUPERVISORS, 
AND TEAM LEADS

• TRAINING FOCUSES ON TEACHING 
HOW TO:
✓ Identify risk factors and warning signs of 

mental health problems 
✓ Assess a crisis
✓ Provide initial help
✓ Connect those in need with professional, 

peer and social supports as well as self-
help resources.

Well Cite Wellness
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2020 Hy Cite @ Home
Weekly Newsletter

2021 Royally Well
Quarterly Newsletter

Well Cite Wellness



Weekly Meditations

• English, Spanish and Portuguese

• 5-10 minutes on Wednesdays

Webinars and Trainings

• English, Spanish and Portuguese

• Mental Health focus to begin the year

• Beginner 5k program

Virtual Exercise Classes

• English, Spanish and Portuguese

• Accessible, correct timing

• A little bit of everything

Leadership and Champion Trainings

• How to influence/engage

• How to support

• Practicing self-care

Miscellaneous

• Employee talent show

• Explore more creative options

• Well Cite Library

• Book Club

Well Cite Wellness



Creating an environment that allows employees to become happier and 
healthier is good for business.

Adequately supporting employee wellbeing allows for VOI (Value on Investment)

• Increased Morale

• Better Retention
• Higher Engagement

• Enhanced Productivity

• Less Presenteeism
• More Positivity

• Higher Satisfaction

When employers show that they care it pays off  in more ways than you can imagine.

Why invest in employee wellness?

Well Cite Wellness














