	Pelco Products, Inc. is a locally-owned company and is the largest manufacturer of traffic signal hardware in the United States.  The company is receiving an Honorable Mention because of the daily actions by top leadership, as well as their 100 employees.  Specifically, the Compass Award Selection Team was impressed with Pelco’s 360-degree feedback program, open-door operational meetings and leadership training.  Also, Pelco’s community spirit is signified by many awards that recognize extensive involvement by the company with various community organizations.  Their communication policies and dedication to reinforcing an ethical culture made this company worthy of acknowledgement in Honorable Mention category.
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Application Process:


1) An original, signed copy of the Applicant Agreement must accompany at least one of the four copies of all documents submitted as part of this application.  All four submissions must be included in the same mailing packet.  These will, in turn, be subsequently distributed to individual members of the judging panel. 

2) An electronic version of the award must also be provided in Word format on a single CD, along with a JPEG file of the company’s logo.  Please do not convert to PDF or other formats!


3) Please include PR information on the aforementioned CD. This should be a short essay
 in Word format, not to exceed 500 words, and include the following information – most of which should easily be derived from the company’s award application:

a) Brief description of the company’s services and extent of operations.  
Pelco Products, Inc. is an Oklahoma based, family-owned business specializing in the design and manufacture of traffic signal hardware, decorative outdoor lighting and associated accessories, and utility products. Started in 1985, Pelco Products, Inc. has become a world leader in their industry by providing high quality, custom designed products and outstanding customer service. With over 130 employees and more than $22 million in annual revenue, Pelco Products, Inc. is the largest traffic signal hardware manufacturer in the nation, selling products in all 50 states and multiple international markets.  
b) Brief statement about your organization’s guiding principles or core values.

Pelco Products was founded upon the principle that the company is not just family owned, but that employees, vendors and customers should be treated like family.  This single principle quickly evolved to include the expectation that ethical behavior would be the norm for our employees, customers and vendors.    From these core concepts, we now focus our mission on serving the industry in which we work.  Our mission statement that guides us daily, not only supports these values but also recognizes that fact that we are not, nor will we ever be complete in this journey:
We will become the premier authority and driving force in the design, engineering, manufacture, and distribution of poles, bracketry and strategically associated products for the traffic control, ornamental and utility industries.  This success will be based upon superior customer service by understanding and responding to customer needs and problems with a sense of urgency.   

We will constantly improve and leverage our technical knowledge, mechanical abilities and industry experience to provide dependable products and establish us as the proven authority in our markets. 

We will use innovative designs and services to provide world class solutions for our customers.
c) Identify and summarize the top three processes, tools or practices that your company uses to reinforce ethical behavior in your business operations.  In other words, what do you feel are the most effective methods used by your organization in maintaining its commitment to high standards?   (In preparing this response, please keep in mind that this information is intended to be helpful to other groups that may want to model some of the practices that you have implemented.)
We have structured our approach to becoming as ethical as possible, and in maintaining this level of behavior, through three practices:

1. Leadership training; starting with our frontline supervisors and team leaders through our management ranks, we are using leadership training sessions to not just teach our workforce how to be good supervisors and managers, but to instill ethical behavior in their daily lives.

2. Characteristic-based employee performance evaluations; shifting from a goal-oriented objective performance review tool to a characteristic-based evaluation system has enabled us to focus our efforts on developing employees with the ethical and moral traits we value.

3. Personal accountability; executive management has begun stressing the importance of personal accountability throughout the company, mentoring and assisting our managers and supervisors in holding each and every employee personally accountable for their actions.  Where we once allowed time and excuses to soften the negative acts of our employees, we now push management to act quickly to apply corrective action and discipline (when necessary) and ask each employee to hold each other accountable.

d) Contact information and website address.  
For more information contact:

Pelco Products, Inc.

Human Resources Department

320 West 18th Street

Edmond, OK  73013

Phone:
(405) 340-3434

Fax:
(405) 340-3435

www.pelcoinc.com
4)  A $100.00 non-refundable entry fee payable to the Oklahoma Business Ethics Consortium must accompany this application.

5) With regard to supporting documentation, OK Ethics will accept printed materials, but caution should be exercised in not overburdening the judges with extraneous reading material.  All materials should be clearly highlighted or earmarked and sections referring to the specific question should be highlighted.  No videos or DVD’s will be accepted.
6) Email submissions will not be accepted, nor will submissions received after 4:00 p.m. on Thursday, March 24, 2011.  (Note that applications sent to the post office box and delivered after that date will not be accepted, regardless of the postmarked date.)  

Questions?  Please contact Shannon Warren, OK Ethics Founder, at (405) 858-2233.  .
I. Leading with Integrity:

Leaders are expected to set the right tone for ethical behavior to flourish in their organizations.  While latter aspects of this application will gauge additional methods used to promote an ethical culture, this section specifically focuses on leadership.

 

a) How does your company hold managers accountable for ensuring that integrity is an integral component of your company’s success?    (The Selection Team will be most interested in examples of systemic processes or tools used by leadership in striving for optimal results.  Examples of these might include feedback mechanisms, reward systems tied to performance or ethics audits.)
The Pelco management team utilizes both hands-on management involvement techniques as well as twice per year characteristic-based performance evaluations.  Executive management is provided ongoing input and feedback from mid-level and front-line managers, as well as from the Human Resources department, concerning any and all instances of illegal, immoral or unethical behavior in the workplace.  Our executive management team follows these issues closely and discusses the issues with managers daily as required to ensure that all managers are responding quickly and appropriately when problems arise.  

Twice each year, all employees from the President down to the newest and lowest paid employee on the manufacturing floor are provided with a characteristic based performance evaluation by their supervisor.  The executive management team performs 360 degree evaluations on each other.  Contained in the evaluation tool are sections focused on the positive and ethical characteristics we as a company look for including, but not limited to, safety, teamwork and attitude.

Each of these evaluations are used to motivate the employee, assist them in bettering their skills, and for annual performance raises and year-end bonuses; both of which include in-depth discussion by management about the person, not just the performance to a goal.

b) What indicators do you use to determine the effectiveness of your management team’s endeavors to promote ethical behavior?  In other words, how do you know the efforts are truly working?  (Please provide supporting data.)
The top level indicator of success is based upon individual performance evaluation scores and the average scores for both manufacturing and office staff.  More specifically, our expectation is that our management team and our professional staff will individually score at least a “Medium-High” on their evaluations.  Additionally, we use turnover rate for both manufacturing and office staff as a supporting tool in determining the ethical strength of our organization.  
This support tool is based upon the premise that if management is addressing improper behavior, be it ethical, moral or illegal actions, the employees not living by our code of conduct will leave or be terminated quickly, once the behavior pattern is observed.  This management commitment to excellence in turn should keep our good employees in place and lower turnover rates will follow.  If we are not living up to this standard, the expectation is that good employees will leave in higher numbers due to management not addressing these situations.  See attachment for recap of employee evaluations for 2009 and 2010.

Our turnover rate on the production floor dropped dramatically from 30.6% in 2008 to 19.9% in 2009.  It again improved in 2010 dropping to 12.1%.  Likewise our turnover rate for the office/professional staff dropped from 16.2% in 2008 to 12.8% in 2010.

II. Cultivating an Ethical Culture:

Rules are not enough to promote good conduct in an organization.   Companies must build and continually reinforce a culture that promotes integrity in the workplace.  

a) Please provide a definition of ethical behavior as it relates to your particular organization.  Explain how you ascertained your definition.
Ethical behavior is the correct, moral and legal action of each of our employees in regards to their dealings with our customers, vendors, each other, and the community.  It is doing the right thing, not just doing things right.  

As a company, we have built our reputation on being a family-owned business that does our best each and every day to exceed our customers’ expectations; whether that is selling a product at the best possible price to balance the Voice of the Process against the Voice of the Customer, solving a problem for our customers, working with vendors so both the vendor and Pelco can be successful, or correcting a problem stemming from our processes.  Our owners treat each and every employee as though they were family, and our management team expects this cultural bias to be visible, not just internally but to our customers, vendors and the community.

b) Please describe any codes, principles or values that are inherent in your organization.  
As stated in a) above, our owners and our executive management team as a whole expect that each member of the Pelco team will do the right thing each and every time, not just “do the thing right”.  By this we mean that while any employee can do exactly what they are told, or do what is explained in a set of work instructions, we expect everyone to speak up when they believe something is wrong; whether that is a process problem, legal issue, moral dilemma, or just plain inconsiderate of others.  

Our president/co-founder has continually over the years repeated three statements (that he does not claim as his own) that have shaped our culture: 1) “Nothing happens until you sell something”; 2) “Business goes where it is invited and stays where it is appreciated”; and 3) “We got where we are by being a family business.  We will set ourselves apart by showing our customers that we are a family.”

1. What steps does your company take in the selection process to ensure that new recruits’ values are consistent with that of the organization?  
In addition to background checks and employment references, we spend a considerable amount of time interviewing; both formal and informal.  For our production positions, our production manager and his supervisors conduct informal one-on-one meetings with candidates who are in temporary positions through staffing agencies.  These meetings are conducted only after the employee has been a “temp” for a minimum of 90 days and they have had background checks completed.  For professional /office positions, candidates are interviewed multiple times.  These candidates are introduced to our owners and members of the executive management team who, quite often meet with the candidate to discuss, in addition to their skills and experience, their life goals, objectives and to just get to know them; often in a less than formal environment.  New hires are provided with an orientation process that allows management the opportunity to quickly ascertain their work habits.  While not effective every time, it has allowed us to remove several employees from the equation that interviewed well but performed during their probationary period at a level far less than expected.
2. What is your process for ensuring that the organization’s values are embraced by new employees?  (Examples may include mentoring or orientation programs.)
Pelco utilizes a series of programs/opportunities to assist us in ensuring that employees embrace our ethical culture.  We have implemented a leadership development system in conjunction with Francis Tuttle Technology Center that focuses on the development of leaders from within our ranks with the skills, and ethical/moral traits that we stand for as a company.  In 2010, we restructured our orientation program for professional staff, so that new team members get the opportunity to spend time in areas throughout the company to better understand the situations and challenges that we encounters each day.  Since joining the Oklahoma Business Ethics Consortium, we have created a participation matrix to use in bringing a mix of managers and key employees to the monthly lunch meetings.  While we are still in the early stages of implementing this program, our management has not only shown great interest but several members of the team have asked to be included early in the rotation. 

c) Describe any other processes that your company may have in place to ensure that an ethical culture is consistently reinforced.  In sharing these examples, please provide measures the company uses to determine the effectiveness of these processes.  (Among other potential items, data gained from employee surveys may be provided, as well as analysis of training programs related to ethics.)
Pelco Products Inc. ensures that ethical behavior is consistently reinforced through many day-to-day activities.  First, leading by example, our leadership team continually creates a positive culture and reinforces ethical behaviors. Second, we emphasize with all employees that ethical behavior is critical; from the first day throughout their career.  Third, we recognize employees that go above and beyond with an Atta-Boy/Atta-Girl award.  This can be for any number of things, including superior ethical behavior.  Finally, we address ethical behavior through our employee review system. This characteristic-based process is documented twice a year, and is reviewed and analyzed by top management to determine our effectiveness.   As a result we reward for success and coach employees on their weaknesses.

d) How does your organization recognize and/or reward those employees, customers, vendors or partners who have gone “above and beyond” in their demonstration of highly ethical principles?
As stated in c) above, we reward employees through our Atta-Boy/Atta-Girl awards, and through our characteristic-based evaluation system. We recognize our customers for high ethical standards by participating in Pelco sponsored cookouts for their employees and/or by bringing in customer representatives to participate in Pelco company events. Likewise, we recognize our vendors through participation in Pelco company events, and through additional preference in the procurement of goods.
e) How does your company monitor and respond to breaches of ethical behavior?  
Pelco Products Inc., monitors employees by observing behavior patterns and collaborative participation from the entire organization.  We encourage everyone to report unusual behaviors and any unethical conduct throughout the organization. We have characteristic-based evaluations that occur twice each year that enhance our monitoring by management.  
All breaches of unethical behavior, just like all violations of company policy, are extensively investigated. After the investigation is completed, we quickly proceed with disciplinary or corrective action when required, up to and including termination.   

III.  Forthright Communications:

Transparency is a term that has broadened beyond the standard reference to accounting procedures.  


a) How does your company demonstrate open/transparent communication occurs throughout the organization?  
Pelco has an open door policy that is based upon open and honest communication with mutual respect for all employees.  Employees are encouraged to address adverse issues that they experience.  Operations meetings are conducted under the premise that no topic is off limits; allowing the opportunity for transparency and problem resolution to occur. Pelco’s top down management approach is visible as all managers and officers spend time on the shop floor interacting with employees and processes. 

c) How has the effectiveness of these communiqués been measured? (Please describe results of your findings.)
Employee satisfaction and employee turnover are metrics that Pelco uses to measure forthright communication. Pelco’s turnover rate has decreased 60% since 2008 which management believes is attributed to effective communication throughout the plant. The management team believes that employee satisfaction contributes to higher productivity and higher quality products. Pelco uses the metric of “Quality Shipments to the Customer” as a top level measurement of our success in these efforts. This metric, which includes issues starting with our vendors, all aspects of our organization, ends within our customers’ four walls. We achieved a record high 94.5% in January 2011. This metric is trending up from the mid 60% range in 2008.  A copy of these charts is attached.
IV. Corporate Social Responsibility:

According to the Baldrige criteria, opportunities to support key community efforts are available to organizations of all sizes.  The Selection Team will be interested in initiatives that go well beyond regulatory compliance.  

a) Describe your company’s strategy with regard to issues of social responsibility or corporate philanthropy.  In other words, how does your company identify which community activities to support?
Pelco Products, Inc. has a long standing philosophy and practice of supporting the community.  Rooted in the Parduhn family’s history of support are two primary causes; the YMCA and Edmond area schools.  From this basic foundation over the years, the effort of the company has expanded utilizing the principles of helping community based 501(c)3 organizations and area schools. This support is determined by purpose and overall impact on the community. While several organizations are regular recipients, we ask our employees to bring their philanthropic causes to us for possible support.  With only 125 to 130 full-time employees, we cannot help every cause, but we make every effort to place our support in those causes that our owners believe will have the most impact on our community.

b) What has been your company’s direct impact on the community?  In other words, please state how your organizations’ involvement has made a difference. Provide an overview of:

i. Your company’s involvement in the community
Pelco Products has donated time and money, along with product/services to the YMCA.  Our Controller/Owner Jeff Parduhn serves on the Edmond branch YMCA Council and in addition to providing money and Jeff’s time, Pelco provides the progress signs used during the annual fund raising campaign.  Additionally, we have donated the use of a piece of our property to the YMCA and several other youth sports teams for 2 soccer fields, football, baseball and softball practice. This property is used free of charge by these groups approximately 50-60 hours per month.
We donate money and/or product (for charity auctions) to the Edmond area public and private high schools each year for their annual fund raising weeks.  We are proud to say that we are a part of an effort by the youth of Edmond to have helped raise over $1.2 million in 2011 for six charities.

Other community involvement where we provide financial support and/or product resources, or necessary time off for Pelco employees to participate includes, but is not limited to:
· Edmond Area Chamber of Commerce

· Greater Oklahoma City Area Chamber of Commerce

· State Chamber of Commerce

· Governor's Council for Workforce & Economic Development.

· Sponsor and mentor a high school robotics team that competes in the FIRST© Robotics national competition.
· Work Keys employee skills assessment program
· Edmond Economic Development Authority

· Edmond Sun Editorial Board

· The Neighborhood Alliance of Central Oklahoma

· The Edmond Neighborhood Alliance

· Edmond FOP Golf Tournament (donate cooks and smoker for lunch)

· Edmond Libertyfest hot dog give-away with First Christian Church of Edmond

· Team member participation in outreach mission trip to Haiti following 2010 earthquake

· Church mission trips

· Church leadership roles

· Contributing sponsor for the Edmond citywide picnic held each fall by the Edmond Sun and the Edmond Neighborhood Alliance
· Special Olympics

· Fellowship of Christian Athletes 
· Boy Scouts of America

· Swine Week

· Double Wolf Dare Week

· Knight Walk (Crossings Community Church/School) Sponsor

· OKC Memorial Marathon Sponsor/Volunteers

· Edmond Fine Arts Institute
ii. Benefits to the community
Each of these events and organizations provide opportunities for Pelco to show our support in the community.  But more importantly, it allows Pelco employees to participate and become a part of the community.  As an employer in Edmond, we strongly believe that if we are located here, we should show our support to the city and partner at every opportunity.  Through our support of the high school fund raising weeks for charity, we believe that we are setting a good example for our youth by showing them what philanthropy is, not just telling them.  
By participating in the YMCA fund raiser we help all of Edmond with this essential piece of the community.  Through our involvement in our churches and on numerous boards and commissions, we demonstrate the importance of family and community to our employees.  And through all of this investment of our time and talents along with many others in our city, Edmond has been recognized as one of the best communities in the country.  These efforts by many businesses and citizens of Edmond were recognized in 2010 when CNN Money named Edmond to its list of 100 Best Places to Live. Also in 2010, Family Circle magazine named Edmond as the number one place to raise a family their annual “10 Best Towns for Families” report. 
(Note that, if necessary, you may include a list of organizations in your supplemental information that provides greater detail.)To what extent are employees actually engaged in the company’s social responsibility activities?  (Please cite percentage of employees participating in these endeavors or provide other quantifiable data.)
CATEGORY
AVG. HOURS/MO.*
Community boards, commissions, councils, etc.
27 hrs


Scouting
51 hrs

Youth sports coaching
600 hrs
Church leadership/missions work
50 hrs

Charity event volunteering
32 hrs


TOTALS
760 hrs
*NOTE: These hours reported are only for those employees who are known to participate in these activities.  We are working on a new survey tool in conjunction with our evaluation process to more accurately capture this data.
V. Building Trust in Customer Relations

Sometimes, customers’ interests may conflict with an organization’s desired revenue goals.  In these situations, it may be tempting to compromise ethical standards.  

How does your company monitor the effectiveness of customer relations, specifically as it pertains to handling of customer concerns in a forthright and fair manner?  (Examples may be a policy or training program relative to customer satisfaction that includes mention of ethical issues.  The Selection Team will be interested in seeing data that measures the effectiveness of these endeavors.)


Pelco addresses each and every customer complaint as quickly as possible. Our prevailing attitude is that the customer is always right. Our goal is to resolve each complaint not just to the customer’s satisfaction, but to ensure that the problem does not recur. We monitor this activity through our “Quality Shipments to Customer” metric and associated data that is used in conjunction with this report. See attached. 

VI. Looking to the Future

Please limit your response in this section to no more than 500 words.  Note that this section excludes submission of additional supporting material. (Videos will not be accepted.)

a. What are some of the major ethical issues that you anticipate your employees or organization will likely encounter in the future?  
See below

b. What proactive approaches are you taking now, or considering taking in the near future, so that your organization is better prepared to effectively handle these types of issues?
The major ethical issues facing Pelco Products, Inc. in the future are all tied to the growth of our company.  Over the past 25 years, Pelco has grown at an annual average rate of 5% to 7% each year.  During this time, the company was of a size that our owners, the Parduhns, being actively involved, could manage the day-to-day operations of the company and ensure that the ethical and moral behavior of our employees was in line with their personal beliefs and desires.  We are now facing the future where we expect similar growth over the next five to ten years relying on the ethical behavior of an entire management team. 

To this end, the Parduhns have assembled a management team that reflects these same beliefs.  The challenge continues to be finding employees, and specifically managers, that also have these same strong ethics. When we find ourselves faced with the wrong side of ethical issues, we must react quickly when an employee strays from the moral and ethical path we have chosen to follow.  As a management team we recognize that during the hiring process we will not always be able to ascertain the character of each successful candidate correctly every time.  Therefore, our efforts to pick the “right characteristics” must be focused on management and supervision level positions.  We must spend the time to thoroughly investigate each candidate and dedicate the time to get to know each person during the hiring process.  These efforts started in earnest in 2010 when we hired a new engineering director and a new marketing manager.  The process used for both has been adopted as the standard moving forward. 
On the manufacturing floor this task becomes considerably harder.  While we do not have the luxury of in-depth, multiple interviews to fill manufacturing operator and assembly positions, we can continue to communicate our philosophy to these employees.  To this end, our managers and company officers regularly walk the floor stopping to talk to employees.  Not to berate or correct them, but to ask how they are doing, how their families are doing, and how the work is going for them personally.  With the addition of the new management team, we have expanded this practice to include using these same front line employees in the process of solving problems encountered on the manufacturing floor.  When we are informed of problems or issues with processes, we include the employee who reported it, as well as others in the same area, in the solution process.  Likewise, when we hear of unethical conduct we engage employees in the area in dialogue to attempt to “right the wrong.” Our goal is to address this type of issue immediately. When we hear of, or observe, behavior that does not reflect our core values, we as a company must react quickly to avoid living out the old adage of “one rotten apple can spoil the whole bunch.”  

As you grow in size, the tendency is to allow problems to exist longer.  The Pelco management team recognizes that this natural problem can bring us to our knees.  We are committed as a management team to not allow this to happen.  However, saying this is not enough; we must live out our dedication daily and continue to develop our employees through training, mentoring and by example each day. To help us with this starting in 2011, we have made the decision to implement the Character First system.
VII. Supporting Documentation:

Please include supporting documentation, such as policies and procedures, surveys, employee feedback, articles or publications, that are directly relevant to the statements made in this application.  To clarify, the judges are interested in substantive examples that relate directly to the achievement of an ethical culture, rather than extraneous marketing material.  For that reason, nominees are encouraged to be highly selective in choosing supplemental materials.  Also, supporting documentation should be marked to clearly reference the criteria that it is intended to support.  (Videos will not be accepted.)

The entire application, including responses to the criteria, Applicant Data and Agreement must be received by 4:00 p.m. on March 24, 2011.  OK Ethics will strictly adhere to the deadline date and time.  (Note that applications sent to the post office box and delivered after that date will not be accepted, regardless of the postmarked date.) 
Applicants may also arrange to hand-deliver their documents.  To do so, please contact Shannon Warren at (405) 858-2233.   Otherwise, please send materials to:

OK Ethics Compass Award®
P. O. Box 3174

Oklahoma City, Oklahoma  73101-3174

Questions or Feedback?  Please contact Shannon Warren, OK Ethics Founder, at 
(405) 858-2233.
� This PR information may be used in the event program, introductions and subsequent promotional materials.
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