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Examining the dilemma corporations 
face in out-of-town headquarters: 
whether to relocate or upgrade.  
How do they continue to attract and 
retain the best and brightest talent  
for the long term?

LOCATION, LOCATION… 
RELOCATION?
SHOULD I STAY OR SHOULD I GO?

INSIGHTS 
A look into some of the 

factors around attracting  
and retaining the best 
 talent into the future

INNOVATION 
Stimulating the thought 

process on some of  
the initiatives that can be 

undertaken in either  
remaining in or moving  

a headquarters

IMPACT 
Understanding the  

real estate and human 
impact in creating a great 

work environment  
and experience



Hello, Colleagues,

For many companies, learning how to not only 
survive but thrive for the long term  
is a competing priority to delivering results in 
the week, the quarter, and the year.

The war for talent is growing fiercer. There has 
never been more of a challenge for  
employers to attract and retain the right talent 
for their business—not just for now but for the 
long term. Strategies for 5, 10, and 20-plus 
years must be explored and understood for 
the long-term sustainability of their business.

This white paper, Should I Stay or Should I Go, challenges 
traditional thinking and explores ways to tackle the dilemma of 
attracting top talent in a competitive market. As Google, Amazon, 
Apple, etc., expand their talent magnets in some of the hottest 
places in the U.S., how do organizations compete in potentially less 
desirable destinations? How do they factor in the ever-increasing 
competition as metropolitan areas compete for residents? 

This paper explores how the employee experience, above a job and 
a salary, is ever more critical in attracting and retaining the right 
talent. The employee experience is recognized as the number one 
strategic imperative among CEOs leading their companies to not 
only survive but thrive in 2019 and beyond. Companies are taking 
a hard look at what they must do to attract and keep the best and 
brightest, because they understand that the employee experience 
goes far beyond the workplace walls to include where  
employees want to live, bring their families, and enjoy their lives. 

We also look at the top cities that attract IT employees and how 
this is relevant to companies that are not considered part of the 
technical sector. And we consider the factors that come into play 
when a company is trying to decide whether to renovate the 
current worksite or construct a new building—or even relocate.

We hope you enjoy the read! 
 
 
Simon J. Elliot, FIoD 
Vice President, Strategic Partnerships 

Contact: elliot-simon@aramark.com

FORWARD

https://www.worktechacademy.com
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PART 1:  
ATTRACTING 
TALENT
Let’s look at the strategy that goes into 
talent acquisition. It shouldn’t be too 
difficult to attract good workers, right? 
Pay people well, give them good benefits, 
and they will flock to your company. But 
it’s actually not that simple, as the Society 
of Human Resource Management (SHRM) 
points out. 

SHRM defines talent acquisition as a long-
term, strategic effort to seek out qualified 
people, nurture relationships, and convince 
them to bring their unique skills to your 
company. A talent acquisition strategy is 
designed to entice the best and brightest 
people to work for your company—
regardless of specific open positions.

MAPPING  
OUT THE  
FUTURE WORK  
EXPERIENCE

SO, WHAT ARE  
THE MAIN  
PILLARS OF 
SHRM’s TALENT 
ACQUISITION 
STRATEGY?



Employer Brand: According to  
LinkedIn research, 62 percent of 
professionals across 26 countries 
ranked employer brand as the  
deciding factor when applying  
for a job.

Being Part of Something Special: 
People are motivated to be part of 
something that’s not only about making 
a profit, but also about providing a 
quality service or game-changing 
solution to the world.

Benefits and Incentives: Some of the 
most effective benefits and incentives 
are around the work experience: greater 
work independence, development 
opportunities, healthcare, ease of and 
cost of commuting, and bonuses.

The Work Environment: A clean, 
well-organized workplace with a lively 
atmosphere, plenty of comfortable 
space, and ample facilities where 
opportunities exist to socialize and 
collaborate are all important factors.

Financial Compensation: A total 
compensation package that provides 
stability with a path to future pay 
raises, bonuses, and career and 
compensation growth into the future is 
also a motivating factor.

Working Smarter: Smart working vs. 
busy work is not only more productive 
but more rewarding. Working for 
leaders who trust their employees  
is also a big factor to attract and  
retain talent.

Great Relationships with Leadership: 
A yearning for recognition for their 
hard work and contributions is part of 
the workforce. If motivated to perform 
better and mentored to grow skills 
and performance, workforces flourish. 
Creating connections with coworkers 
and forming relationships is desirable.

Challenge and Excitement: People 
want to be engaged with challenging 
work that piques their interest and 
makes the most of their technical and 
interpersonal skills. People want to do 
what they excel at and enjoy.

Career Development: Most employees 
don’t want to be stuck in dead-end 
jobs with no prospects of advancement 
where they do the same things for 
years. Being engaged includes new 
challenges to overcome and new skills 
to learn in order to develop not just as 
employees but as people, too.

Work–Life Balance: Although there is 
a lot of debate between balance and 
work–life integration, ultimately the 
outcome of having time to relax, enjoy 
friends and family, and have outside-
work pursuits is the goal. Companies 
that demonstrate commitment to this 
are more attractive to employees.

Creating an environment where people want to 
work, with the right workplace experience, and 
where they want to be, in the company of like-
minded people, is the essence of being able to 
attract and retain talent today and into the future. 
A lot of the factors mentioned in the pillars are 
explored in the pages that follow.

THE MAIN PILLARS 
OF SHRM’s TALENT 
ACQUISITION STRATEGY

Is This a Company and People I Want to Work For?  |  Is the Work
Experience Right for Me?  |  Is This a Place Where I Want to Be?
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PART 2:  
INVESTING IN 
THE EMPLOYEE 
EXPERIENCE 
As the war for talent gets fiercer with no 
end in sight, the next competitive frontier 
is the holistic employee experience—from 
waking to commuting to arrival, through 
the workday to community, after-hours, 
and home. And keeping pace with evolving 
technologies will be critical to meaningful 
impact.

As mentioned earlier, many CEOs recognize 
that the employee experience is the 
number one strategic imperative leading 
their companies to not only survive but 
thrive in 2019 and beyond. Companies are 
discovering how prioritizing the employee 
experience can positively impact business 
performance in many areas. Research by 
Jacob Morgan, author of The Employee 
Experience Advantage, shows that 
organizations that invested most heavily in 
the employee experience enjoyed greater 
employee satisfaction.

The numbers that follow speak for 
themselves. FORTUNE 100 Great Place to 
Work® organizations invest more than those 
not on the list and therefore are:

28X
MORE LIKELY: Listed as Fast Company’s  

Most Innovative Companies

4.4X
MORE LIKELY: Make LinkedIn’s list of  

North America’s Most In-Demand Employers

2X
MORE LIKELY: Listed in American  

Customer Satisfaction Index

2X
Less labor turnover  

than their industry peers

2X
SHAREHOLDER VALUE: Great Place to Work 

organizations outperform others

2.1X
MORE LIKELY: Make Forbes list of the  
World’s Most Innovative Companies

11.5X
MORE LIKELY: Included in  

Glassdoor’s Best Places to Work

In addition, it should be noted that the 

cost of labor turnover is estimated to be 

33 percent of an employee’s annual salary. 

Therefore, targeting this critical area as 

a meaningful talent acquisition strategy 

has not only long-term organizational 

implications but also potentially significant 

return on investment for organizations.



EMPLOYEE SATISFACTION: WHAT IS IT WORTH?
When companies consider the cost of the workplace experience and the myriad 
options available, the real question should be one of return on investment and 
not simply cost. The second question should be one of materiality and how much 
value is placed on creating a great work experience and all the benefits that come 
with that.

For example: If the same organization of 20,000 people were to invest just $5 a 
day in the work experience, then that would buy $25,000,000 a year, sufficient 
to make a very healthy impact in the work experience. As a percentage of payroll, 
and in terms of materiality, what is a $10-, $15-, or even $20-a-day investment 
really worth to your organization, in the bigger picture and in the long term?
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There are many different factors to take into 
consideration in this analysis. They include 
earning potential, cost of living, housing, 
quality of education for families, and the 
level of desirability and vibrancy for younger 
demographics, as well as access to in-metro 
amenities and out-metro activities such  
as hiking, mountains, countryside, skiing, 
access to beaches, and more.

PART 3:  
WANTED: GEEKS 
FOR ALL SECTORS
Many companies in traditional sectors 
consider themselves technology companies 
because of how technology impacts their 
business and how technology’s presence has 
increased in recent years. Technology-job 
seekers with in-demand skills can find work 
almost anywhere and enjoy healthy earnings. 
But which cities offer the best combination 
of technology job opportunities and pay? An 
online salary database, PayScale.com, tackled 
this question and came up with a ranking of 
the top 10 technology job locations:

• For each of the 50 largest U.S. metro 
areas, an IT employment score was 
calculated, which is the ratio of IT 
workers to all workers in the area, 
divided by the national ratio of IT 
workers.

• An IT median pay score was also 
computed, which is the ratio of median  
IT pay in each area to the national  
median IT pay of $72,900 per year.

• The two numbers were then multiplied 
to create an IT hot spot score. A higher 
number indicates more and better-paid 
technology jobs available in that area.

SOURCE: US News: Best Places to Live in 2018 Index: Metro Population, 
Median Home Price, Median Annual Salary.

So if you want to know if you or your geek 
friends should move to Austin, Seattle,  
or somewhere else, check out the following 
ranking of the top 10 hot spots for  
technology workers.

San Francisco Metro Area
From the Pacific Coast to Silicon Valley, the Bay Area is 
home to such major tech players as Apple, Oracle, Google, 
and Facebook.

• IT Hot Spot Score: 2.27

• IT Worker Median Pay: $95,500

• Median Annual Salary: $69,110

• High-Paying Tech Jobs: software team leader 
($142,000), SAP Basis administrator ($131,000), 
technical support manager ($97,900)

• Metro Population: 4,577,530

• Median Home Price: $790,233

• Most Desirable Place to Live Index: 20

1

4
Austin Metro Area
Dell is a well-recognized player in the metro Austin  
IT community, but plenty of smaller companies  
and start-ups offer tech jobs in the area as well.

• IT Hot Spot Score: 1.62

• IT Worker Median Pay: $74,100

• Median Annual Salary: $50,830

• High-Paying Tech Jobs: information 
technology architect ($126,000), information 
technology consultant ($86,600), information 
technology specialist ($59,300)

• Metro Population: 1,942,615

• Median Home Price: $278,608

• Most Desirable Place to Live Index: 1



2
Seattle Metro Area
Microsoft and Amazon lead tech hiring in Seattle, 

while Boeing and a strong start-up community also 

keep plenty of technology all-stars employed.

• IT Hot Spot Score: 1.80

• IT Worker Median Pay: $86,900

• Median Annual Salary: $61,170

• High-Paying Tech Jobs: business 
intelligence developer ($97,200), database 
developer ($88,200), software developer 
($84,400)

• Metro Population: 3,671,095

• Median Home Price:$403,650

• Most Desirable Place to Live Index: 10

3

5 6

Washington DC Metro Area
The nation’s capital has a high demand for tech workers 

who can build security systems, support U.S. defense 

efforts, and maintain huge collections of data.

• IT Hot Spot Score: 1.69

• IT Worker Median Pay: $79,700

• Median Annual Salary: $68,000

• High-Paying Tech Jobs: computer security 
specialist ($85,200), information technology 
specialist ($66,200), IT network technician 
($61,300)

• Metro Population: 6,011,752

• Median Home Price: $368,642

• Most Desirable Place to Live Index: 8

Raleigh, North Carolina, 
Metro Area
The only Southeast hot spot on the list, Raleigh  

sits inside the Research Triangle, an area with  

a high concentration of technology companies,  

major academic research institutions, and start-ups.

• IT Hot Spot Score: 1.45

• IT Worker Median Pay: $74,100

• Median Annual Salary: $52,669

• High-Paying Tech Jobs: senior network 
engineer ($99,500), technical support 
specialist ($46,200), IT support technician 
($40,400)

• Metro Population: 1,786,119

• Most Desirable Place to Live Index: 13

Denver Metro Area
For geeks who like to hike, Denver might be a great 

spot. A healthy economy overall plus innovation  

coming out of local universities help keep the Denver 

tech community strong.

• IT Hot Spot Score: 1.31

• IT Worker Median Pay: $73,300

• Median Annual Salary: $55,910

• High-Paying Tech Jobs: programmer analyst 
($75,400), information technology specialist 
($54,000), IT support technician ($41,600)

• Metro Population: 2,752,056

• Median Home Price: $362,492

• Most Desirable Place to Live Index: 3
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10
Minneapolis Metro Area
Head to the middle of the country, and you’ll find 

another town with several universities and big 

employers like United Health Group, General Mills, 

Accenture, and, of course, 3M.

• IT Hot Spot Score: 1.21

• IT Worker Median Pay: $69,700

• Median Annual Salary: $55,010

• High-Paying Tech Jobs: technical project 
manager ($98,600), senior systems 
administrator ($85,200), quality assurance 
analyst ($53,000)

• Metro Population: 3,488,436

• Median Home Price: $237,367

• Most Desirable Place to Live Index: 9

Boston Metro Area
Research is the name of the game in Boston. Several 

major research universities are located in Beantown as 

well as big biotech companies like Genzyme and Biogen.

• IT Hot Spot Score: 1.24

• IT Worker Median Pay: $78,600

• Median Annual Salary: $64,080

• High-Paying Tech Jobs: consulting software 
engineer ($128,000), IT project engineer 
($94,200), webmaster ($56,300)

• Metro Population: 4,728,844

• Median Home Price: $399,458

• Most Desirable Place to Live Index: 25

New York City Metro Area
A lot of business happens in the Big Apple. From finance 

to web commerce, techies can find work with major 

employers like PricewaterhouseCoopers, Capital One, 

JPMorgan Chase, and Johnson & Johnson, as well as the 

likes of Google, Tumblr, Foursquare, and LinkedIn.

• IT Hot Spot Score: 1.13

• IT Worker Median Pay: $80,100

• Median Annual Salary: $54,373

• High-Paying Tech Jobs: senior database 
engineer ($131,000), quality assurance analyst 
($61,300), IT support specialist ($54,100)

• Metro Population: 20,300,000

• Median Home Price: $680,400

• Most Desirable Place to Live Index:  
Not listed in Top 25

7
Salt Lake City Metro Area
Major employers like L-3 Communications, the U.S.  

Air Force, and Overstock.com help create tech jobs  

in Salt Lake City.

• IT Hot Spot Score: 1.27

• IT Worker Median Pay: $70,900

• Median Annual Salary: $46,221

• High-Paying Tech Jobs: programmer analyst 
($70,900), technical support specialist 
($40,600), IT support technician ($36,800)

• Metro Population: 2,361,981

• Median Home Price: $280,894

• Most Desirable Place to Live Index: 15

8

9



Future-Ready Cities
While the numbers do change from city to city, it is interesting to note 
that there are some commonalities between the most desirable metros 
to work, live, and thrive. These include the ability to earn a decent living 
in comparison to the cost of living. Access to quality education, a safe 
environment, low crime rates, and weather are considered. Political 
stability, access to an international airport, a good local transportation 
network, and commutes that are as painless as possible are major 
factors. Also important are access to leisure facilities and activities,  
and a great entertainment and food scene.
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Geeks Seek Geeks 

Since the history of mankind, we have a 
tendency to gravitate toward people with 
similar educations, backgrounds, and interests 
and this is borne out in metros across the 
world with niche cultural pockets in each and 
every city. This extends to the surfer towns 
of California and the environmentally uber-
conscious of the Pacific Northwest to hip, 
trendy New York.

Do companies also attract the same groups? 
Think about Googlers, the banking and 
financial services industry, the fashion 
industry, software engineers, and social media 
companies such as Facebook and LinkedIn.

It is also true that different groups desire 
distinct and different things from their 
workplace experience, from the proximity 
and style of seating, to the colors, light, 
and design, to the amenities that are made 
available to them. Satisfying regional food 
preferences is huge. Japanese workers, for 
example, want Japanese snacks, not the 
quintessentially American Oreo. Folks who 
work in Shanghai want Chinese food, not 
Beaverton Burgers.

Establishing who your target workforce is 
and designing a place and a set of amenities 
that excites and stimulates them is the key 
to creating an experience that maximizes 
engagement and productivity. As they say in 
the horse racing world, “horses for courses.”

Cushman & Wakefield Strategic 
Consulting Approach to Attracting  
and Retaining Employees

C&W LABOR ANALYTICS:

C&W focuses on factors like location to 
determine employee satisfaction as it relates 
to attracting and retaining workers. Where 
does the target workforce and demographic 
live and work and how will a long-term real 
estate investment impact the organization’s 
ability to recruit and retain the right skill sets? 
C&W’s Strategic Consulting team uses its labor 
analytics capabilities to ensure the client’s real 
estate decision aligns with its talent objectives 
and enables the organization to capture and 
retain its targeted workforce.

Net commuting patterns provide insight into 
the current and future supply of targeted skill 
sets. Where does the targeted talent live and 
how does that overlay with the distribution of 
employers and candidate locations?

Job posting analytics provide insight into 
the demand for targeted skill sets. What 
companies are actively hiring selected 
positions within a market and how aggressively 
do they have to recruit to capture this talent?

Location—Where does  
the client’s targeted 
workforce live and work?

Competition—Who is 
competing for the client’s 
targeted skill set?

Wage Levels—How does the 
client’s pay structure affect 
its ability to recruit and 
capture the right talent?



PART 4:   
SOME OTHER  
PERSPECTIVES
Top executives weigh in on workplace 
demographics, employee amenities, and 
staying connected with employees who 
work remotely.

A Global Mobile Workforce

The World Bank: According to Moving for 
Prosperity: Global Migration and Labor 
Markets, some of the biggest gains come 
from the movement of people between 
countries. Migrants’ incomes increase three 
to six times when they move from lower-  
to higher-income countries. 

An Older Workforce

Jason Palmer, general partner, New 
Markets Venture Partners: As a society, we 
have a big underinvestment in education 
and training for older workers. There is 
a misconception that it makes sense to 
spend $300 billion to $400 billion a year on 
college students between the ages of 17 and 
25 and then very little after that. But most 
Americans who need higher education and 
post-secondary training are 35, 45, and 55.

A Gig Economy?

Maria Flynn, president and CEO, Jobs 
for the Future: In a country with such 
imperfect career navigation and lifelong 
learning systems, plus the growth of the gig 
economy, we could end up worse off if we 
don’t start to change now. On a broad scale, 
we have to think about the intersection 
of economic mobility and the future of 
work, especially for those who are already 
left behind in today’s economy. Without 
highly effective education and workforce-
development systems, those groups will 
fall further behind. That’s something that 
worries me an awful lot.

Remote Working

Maria Flynn, president and CEO, Jobs for 
the Future: The distributed model among 
knowledge workers brings challenges, 
something we are experiencing as Jobs for 
the Future continues to grow and scale. 
With more locations, we have more remote 
supervisors. When they send members 
of their teams into the field to work with 
our clients, it can be challenging to assess 
performance and competencies. We need 
a different skill set and strategies for the 
complexities of managing performance 
when managers and their teams aren’t 
working in the same place. We need to think 
differently to keep remote workers engaged 
and connected when they’re not in the same 
location as their manager.

In the Clouds

Etienne van der Walt, CEO, Neurozone: 
At Neurozone, we don’t have an office; 
we are in different cities and work in the 
cloud. I can honestly say I miss my people. 
I want to smell them, unconsciously—
because we need that. It’s trust, it’s a sense 
of belonging, and it’s good. Because of 
this innate need, the gig economy may 
be creating a new organic network, a sort 
of new organization, flocking together at 
worktables and workstations in cafés, delis, 
and other outlets with great coffee. It will 
be interesting to learn more about the 
characteristics of these gatherings and  
tap into them.
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PART 5:   
KEEPING UP  
WITH THE TIMES
The need to attract and retain the best and 
brightest talent has becomes even more 
important for the long-term future and 
success of organizations. Therefore, a long-
term strategy must be created, adopted, 
and embraced to ensure that the lifeblood 
of any organization—its people—continues 
to support the ongoing and future growth 
and success of the business.

Let’s look at some of our insights based on 
our experience across over 400 clients and 
1,100 workplaces across the U.S. and access 
to more than 2 million consumers. We 
regularly conduct research to understand 
what matters to our stakeholders.

What Matters to 
Organizations: 

• Productivity

• Employee 

• Satisfaction

• Retain Talent

• Recruit Talent

What Matters to 
Consumers: 

• Quality

• Health

• Convenience

• Personalization

This helps frame what innovations will resonate, key consumer  
drivers, and how to address them. Some further insights include the 

tenets of the future of work design, including:

People Culture Place

Design Technology

And when we think about 
the future of work, we think 
about designing the right 
fit for the right sectors, 

demographics, work types, 
and geographies.



PART 6:   
INSIGHT BRINGS 
ABOUT IMPACT
Of course, every company should do their 
homework to understand completely what 
their employees, as well as their guests, want 
and expect. As discussed on the previous 
page, Aramark understands that insights  
(the homework) lead to innovation, which 
leads to impact. We use EngageIQ™, a 
proprietary methodology, to help clients 
discover what the future environment, 
amenities, and services should be to 
optimize the workplace experience.  
This consumer-engaging process revolves 
around each client’s goals and continually 
evolves as they grow.

EngageIQTM Process Overview

Let’s look at how Aramark designs a 
successful workplace dining program, 
for example, by applying EngageIQ. Our 
interactive insights-driven processes ask the 
right questions to analytically define clients’ 
needs and understand what motivates their 
employees. Then, by understanding the 
needs, motivations, and goals of clients’ 
employees, we can deliver a plan for their 
optimal food-forward experiences now and 
into the future.

EngageIQ follows the following key steps:

• INSIGHTS THROUGH QUESTIONS

• INNOVATION FOR QUALITY

• DECISION FUNNEL

• IDEATION + STRATEGY

•  STRATEGIC PLAN + PERFORMANCE 
IMPACT

HOW WE 
MEASURE

CHECK IQ TRACK IQ
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GETTING DOWN TO THE DETAIL
Part of the process is gathering detailed data down from the global perspective, then 

from the country, down to campus, and as far as neighborhood level. Understanding the 

details of demographics, work types, earnings levels, and ethnicity can help us design a 

set of amenities tailor-made to the most detailed level. This enables the greatest chances 

of success, satisfaction, and engagement, and ultimately creates a work experience that 

will aid the attraction and retention of the best and brightest into the future.

1. MAPPING THE GLOBAL FOOTPRINT

2.  MAPPING THE CAMPUS 
FOOTPRINT (NOW)

3.  MAPPING THE CAMPUS 
FOOTPRINT FOR THE FUTURE
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With Millennials in the 
workforce, making the workplace conducive 
to their needs is very important. Comfort, 
health, diversity, and personal connections 
are areas companies can focus on to attract 
and retain this demographic. Overall, a 
greater sense of purpose in their work roles 
is paramount to their success and affinity for 
their company.

Let’s take it a step further and look at 
changes that appeal to comfort-loving 
Millennials. Great amenities make employees 
feel appreciated at work and reinforce 
the company’s culture. The following 
suggestions can be easily incorporated into 
a workplace: 

Collaboration is Key: Work doesn’t have to 
be drudgery. Comfortable spaces—think 
oases—where employees can step away 
from their desks to relax and connect 
with coworkers encourage collaboration, 
and boost productivity and overall 
morale. Opportunities for networking 
are appreciated, especially when they 
involve games (Skee-Ball, anyone?) and 
other special activities. Many workplaces 
are replacing cubicles with open work 
environments that foster better connections 
with coworkers.

Have Some Fun: Having positive 
relationships to rely on and trust at work 
makes the workday manageable. Companies 
recognize this, and are taking steps to 
promote camaraderie and a fun working 
environment. This can be as simple as 
providing spaces where coworkers can 
gather together for lunch to encourage 
socialization, or holding events customized 
to companies’ unique cultures. 

Provide Purpose and Identity: This is key 
to Millennials. Encouraging employees to 
have a voice provides a sense of purpose 
that creates pride in the company, which 
can translate to personal accountability 
and an almost fierce sense of ownership. 
Encouraging employees to take part in 
company-sponsored outreach programs, 
sustainability efforts, and wellness programs 
instills a sense of pride. But this loyalty 
needs to be rewarded to give employees a 
true sense of meaning. 

CELEBRATE 
DIVERSITY
A company’s workforce, and therefore 
its culture, should reflect demographics. 
Diversity makes a workplace feel 
expansive, and opens the door to new 
experiences and perspectives, something 
that appeals to Millennials. 

In an ethnically diverse company, 
employees often wonder why culturally 
diverse food options are not always 
available in the cafeteria. They feel 
everyone should be catered to, creating 
a caring and inclusive environment. 
Companies can solve to this by offering a 
variety of cultural fare by rotating options 
regularly or installing permanent stations. 
Organizing cultural events and holiday 
celebrations educate as well as inspire. 
Brainstorming with Employee Resource 
Groups provides new ideas for food 
offerings and events.

PEOPLE POWER
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