
Request for Decision 

Be WISE and Recognize: Recognition Program
Two (2) Year Trial Update

 

Recommendation
 WHEREAS the Be WISE and Recognize: Recognition Program
has been successful and remaining funds exist; 

THEREFORE BE IT RESOLVED THAT the program be
extended for an additional three (3) years on a trial basis and that
additional promotional activities be put in place. 

Finance Implications
 The cost of the Be WISE to Recognize: Recognition Program will
be funded from remaining monies ($90,000) that was previously
dedicated from the Human Resources Management Reserve
Fund. 

Background

 
In November of 2007, Council approved a Recognition Program
for all CGS Employees based on a Report prepared and
presented in November 2007 (see Appendix "A" attached copy
for your ease of reference).  CGS's proposed Program was modeled from a highly comprehensive and
successful Program implemented by the Regional Municipality of York (York).
 
In the Report, basic Program principles were outlined along with associated forecasted start up and
operating costs. Funding for the Program was secured from existing monies in the Human Resources and
Organizational Development Division’s Human Resources Management Reserve Fund.  The Program was
approved for a two (2) year trial term following which, a report would be brought back to Council outlining
the successes, difficulties and learning’s experienced during the Trial.  Additionally, the Report would
include a recommendation/option on next steps based on the experiences encountered during the trial
period.
 
Two (2) years have now passed, and this Report has been prepared in order to provide Council with a
Program update as committed to in the original Report.
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About the Program:
 
With assistance from the consulting firm OC Tanner, the Senior Management Team first developed four (4)
key W.I.S.E. values, which were consistent with the Vision, Mission and Values previously established for
CGS.  The four (4) W.I.S.E. values are: Workplace Quality, Innovation, Service Excellence and Efficiency. 
 
The W.I.S.E. acronym was selected in order to help Employees remember our CGS key values.  In addition,
definitions were developed and communicated to Employees, in order to ensure Employees clearly
understood what behaviours would be recognized.
 

Workplace Quality: Is recognized in Employee behaviours that model or initiate change to support a
healthy, quality workplace.
Innovation: Is demonstrated in ideas or methods to (1) Enhance service, (2) Improve efficiency and
(3) Reduce costs.
Service Excellence: Is a key value within CGS, which Employees demonstrate through leadership and
taking personal responsibility to exceed service expectations for clients and citizens.
Efficiency: Is recognized when Employees are proactive in enhancing practices and seeking
opportunities to support the strategic goals of their section or the organization.

 
A pre-designed software package was purchased from OC Tanner and installed on CGS’s intranet site, to
help run the Program.  The software package was deemed as essential as an automated Program would
ensure recognition was provided in a timely manner and would be more visible to Employees.  However,
given that a large number of CGS Employees do not have access to a computer at work, home accessibility
was provided and a paper based process was also developed.
 
As a final step, an Advisory Committee of CGS Employees was established to help fine tune the Program
and a number of Program Champions were recruited and trained to help promote the Program.
 
The Program provides Employees with an opportunity to recognize co-workers through informal (i.e. thank
you cards) or formal (i.e. Bronze, Silver, Gold and Team awards) methods of recognition.  In order to
receive a formal award, Nominators have to answer a series of questions and explain how the Nominee
exemplified one of the W.I.S.E. values.  The software would then automatically assign an award level, and
the request would be forwarded electronically to the appropriate Supervisor(s) for approval.
 

Bronze awards are presented to those Employees whose drive to exceed expectations makes a
significant impact to the team that they deserve more than just a thank you.

 
Silver awards are for Employee contributions that impact an entire department in a manner that
inspires colleagues to reach higher and achieve more.

 
Gold awards are presented to extraordinary Employees who demonstrate leadership, embody the
W.I.S.E values and go above and beyond.  Employees who receive these awards are those who: (1)
enhance the way CGS does business, (2) improve the way we work together and most importantly,
(3) reflect our commitment to put citizens’ needs first.

 
Team awards are given to those Employees who work together to be successful in the projects they
work on.



 
Successes:

Participation in the Program was higher than anticipated during the two-year Trial period, which ran from
December 2008 to December 2010.  All CGS departments participated, which resulted in hundreds of
nominations being approved.  Moreover, the Program continues to be used regularly.
 
Overall, a total of 1,108 nominations were approved, which included both awards and e-cards thanking
Employees for their contributions (see Chart #1 on Appendix "B" attached).
 
In terms of awards, sixty-eight (68) Bronze, forty-seven (47) Silver, twenty-nine (29) Gold and twenty-five
(25) team awards were given out.  These numbers indicate that CGS Employees took the time to submit
quality nominations in appreciation of their colleagues’ efforts.  Additionally, nine hundred and thirty nine
(939) thank you e-cards were sent out further emphasizing the level of exposure the program has had
throughout the organization.
 
The four (4) departments that put forth the most nominations (awards and e-cards) were Human Resources
and Organizational Development, Community Development, Infrastructure Services and Growth and
Development.  In terms of award nominations, Community Development, Fire Services and Community
Development had the most awards approved.
 
With regard to the W.I.S.E. values recognized, Employees were most recognized for exhibiting Service
Excellence, Workplace Quality, Efficiency and Innovation respectively.
 
In order to get a sense of our Program’s success, we compared our usage statistics for year one (1) and two
(2) to those of York’s.    As you can see in the Chart #2 of Appendix "B", CGS’s numbers for overall
nominations (awards and e-cards) well exceeded York’s numbers in year one (1).  However in year two (2),
the number of e-cards sent by CGS Employees dropped significantly.  It should be noted that in year one (1)
a great deal of time and effort was made in promoting the launch of the program.  Less time was spent
promoting the program in year two (2).  This could likely be one of the key reasons for the drop in the
number of nominations in the second half of the program.
 
Difficulties:
 
Union Support
 
Although the Program was originally endorsed by all five (5) Unions/Associations leaders, several withdrew
their support shortly after implementation.  Some expressed equity concerns (i.e. discretion of management
to approve awards for some members and not others).  Others simply withheld their support as a means of
voicing their objection to unrelated labour relations issues being dealt with at the time. 
 
Promotion/Communication
 
One of the biggest challenges was finding effective ways to promote/communicate the Program to such a
diverse group of Employees, many of whom work at a number of different work locations throughout CGS
and/or did not have computer access. 
 
In order to reach these Employees, the Program was extensively promoted during CGS Employee
Wellness Fairs in the fall of 2009 and the fall of 2010.  Employees from the various CGS workplaces were
able to learn more about the Program, how they could recognize others and where they could get more



information.  To encourage Employee participation, Employees were entered into draws for Be Wise
promotional materials and CGS apparel.  Following both Wellness Fairs, the number of nominations
increased, which indicated that the booth promotion had the desired effect.
 
Additionally, the Program was promoted during new Employee orientation sessions, in hopes of educating
new Employees early on about CGS values and the importance of recognition.    
 
What We Have Learned:
 
Based on the level of participation in the Program, it would appear that although Union Leaders have not
embraced the program, Employees have. 
 
Additionally, new and creative promotional ideas must be implemented in order to ensure participation in the
Program remains high. Recognition Programs can become stale over time.  Therefore, CGS must be
committed to investing the required time and effort to keep the program fresh and innovative.
 
Funding:
 
When the Trial Program was first implemented, one hundred and thirty thousand dollars ($130,000.00) was
budgeted to fund the trial over a two (2) year period.  As of December 31, 2010, less than forty thousand
dollars ($40,000.00) was spent on the program (administration and awards) leaving approximately ninety
thousand dollars ($90,000.00) of unspent monies. 
 
One of the main reasons for the under expenditure was the lower than forecasted number of formal awards
submitted during the trial.  Most nominations were submitted through informal e-cards resulting in a savings
on formal award dollars.
 
Recommendations:
 
In light of the Program’s success and the remaining funds, it is recommended that:
 

1)    the Program be extended for an additional three (3) years on a trial basis. 
 
2)    additional promotional activities be put into place in order to keep the Program (and CGS values)
in the minds of Employees.

 
By extending the Program for an additional three (3) years, we will be able to have a better sense as to what
the annual costs would be to run this Program on a permanent basis.  In addition, assessing the Program
over a longer period of time would provide greater insight as to the Program’s potential future success.
 
Moreover, several other Human Resource systems, which are also based on CGS’s vision, mission and
values, can be linked to this Recognition Program (e.g. performance management, talent development,
organizational development).

  



APPENDIX “B” 
 

Chart #1 

 

APPROVED AWARDS December 1/08 to November 30/10 

  AWARD LEVEL   

NOMINATOR'S DEPARTMENT THANK YOU BRONZE SILVER GOLD TEAM TOTAL 

ADMINISTRATIVE SERVICES 37 2 1 0 0 40 

COMMUNITY DEVELOPMENT 210 5 15 18 8 256 

EMERGENCY SERVICES 75 5 16 1 0 97 

FINANCIAL SERVICES 41 8 5 6 7 67 

FIRE SERVICES 5 39 0 1 1 46 

GROWTH & DEVELOPMENT 94 4 4 1 4 107 

HUMAN RESOURCES 308 0 1 0 0 309 

INFRASTRUCTURE SERVICES 169 5 5 2 5 186 

TOTAL 939 68 47 29 25 1108 

 

 

 

 

 

Chart #2 

.  

 

CGS - YORK COMPARISON - Two year period (2008 -2010) 

 PROGRAM STATS YORK NOMINATIONS CGS NOMINATIONS 

Year AWARDS ECARDS TOTAL AWARDS ECARDS TOTAL 

1 (December 2008 - November 2009) 264 131 395 89 764 853 

2 (December 2009 - November 2010) 782 111 893 80 175 255 

TOTAL 1046 242 1288 169 939 1108 
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