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INTRODUCTION



Katrina Haney
Director of Human Resources
DKS Associates

● Transportation engineering & planning firm

● Founded in 1979

● 140 employees in 7 offices across WA, OR, CA, and TX

● 100% Employee-owned

● 100% of our employees have been working from home since March 

16, 2020
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AEC HR Summit

● AEC HR Summits: 

○ Seattle - best pub crawl

○ New Orleans - best night life and history

○ San Diego - best weather and rooftop bars

○ Nashville - best music and food 

○ Favorite Summit Event: PUB CRAWL
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WHY DID WE DEVELOP 
OUR EODP



Turnover

Fiscal Years (May 1 - April 30)

2015 - 37%
2016 - 31%
2017 - 16%
2018 - 29%

August 2018 - EODP Implementation

2019 - 12%
2020 - 18%
2021 - 16% 

*Turnover does not include interns and other temporary employees
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Growth & Opportunity were the top two 

reasons departing employees cited 

they were leaving DKS. 
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Source: https://snacknation.com/blog/employee-happiness/e: 
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Source: The Employee Engagement Group



WHAT IS OUR EODP



It replaces our 1 x per year traditional 
performance review. 

We wanted to:
● Identify signs of distress 
● Equip employees with technology 
● Promote dialogue
● Develop trust with our employees
● Reinforce organizational values
● Use goals to create clarity
● Increase recognition

Tips for managing remote employees
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It is more than duplicating a review 
process:

● Creating a culture of feedback 
● Creating a culture of goal setting
● Creating a values based organization
● Being proactive rather than reactive
● Knowing who is high risk 
● Leadership helping one another to retain 
● Increasing engagement 
● Increasing alignment
● Creating a happier team
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Employee Owner Development 
Program - EODP

PHASE 1 - Launched August 2018

FOCUSED ON BEHAVIOR AND EMPLOYEE HAPPINESS

MEASURES ENGAGEMENT AND ALIGNMENT

PHASE 2

FOCUSED ON MEASURING BEHAVIOR AND PERFORMANCE



SOURCE: ALWAYS USE A SOURCE. USE ALL CAPS.

SLIDE FOR A LARGE IMAGE/FIGURE

USE ALL CAPS – PRESENTATION NAME • DATE 15



FEEDBACK - weekly
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GOALS - monthly
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UPDATES - monthly
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REVIEW - quarterly

USE ALL CAPS – PRESENTATION NAME • DATE 19

Reference: The Employee Engagement Group



REVIEW - quarterly
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Source: The Employee Engagement Group



Manager CHECK-IN - quarterly
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Executive & Manager Team Report
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● Number of departures 
● Number of employees who disagree/strongly disagree
● Three or more disagree/strongly disagree ratings
● New or sudden disagree/strongly disagree ratings
● 5 statements tied to strategic plan 
● All comments 
● Comments to follow up on
● Additional observations/themes



Improvements along the way

● Reinforce the purpose
● Stop using acronyms
● Change Employee Owner “Report” to “Review”
● Improve access to the materials
● Require written responses to statements on Employee  
Owner Review
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HOW OUR EODP 
PREPARED US FOR  
COVID AND WORKING 
REMOTELY



● Cadence and space for regular communication
● Engagement
● Alignment 
● Recognition & celebration
● Ability to identify distress even without seeing someone
● Communication / accountability loop from employee to exec team
● Created growth and opportunity and kept it at the forefront instead of 

being forgotten about 
● Regular check-ins help with isolation and loneliness which impacts 

productivity

All of these things impact worker happiness = increases 
productivity
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Manager comments when asked how 
our EODP helped prepare them for 
leading a remote team:

● The EODP established the system of recurring check ins. Resource needs

are part of the check in discussion, which transferred well into remote 

working and the additional needs/challenges that employees face. 

● We were already in the practice of providing feedback through an online 

portal - which is needed now that we can’t always go around and drop by 

someone’s desk. 

● The quarterly check in process is helpful because it gives specific reason to 

connect with each employee - more frequently than other places I’ve 

worked. 

● I don’t work with all of the folks in my group, so the structure and 

frequency of takes some awkwardness that could come from less frequent 

meetings to “do a review” 

● The program has a positive growth mindset behind it, with employees 

setting their own goals and taking responsibility for their growth. It feels 

like a partnership between employees and management. With this, DKS 

takes “growth mindset” to a whole new level.



Employee comments when asked how 
our EODP helped prepare them for 
working remotely:

● Quarterly check-ins that request me to review the company’s role in my 

development helps me to see how the company is supporting me, and to 

think about my plans for future opportunities. 

● Lattice has a wonderful tool to request feedback which helps me receive 

critical feedback before a problem develops and feedback on strengths 

that could be utilized in future projects. 

● EODP provides me the tool to engage other team members with whom, 

after 6 months, have not had the opportunity to meet in person other than 

virtually.

● Feedback is talked about in the quarterly check-ins so it helps track goals 

of what is needed to work and/or be acknowledged. This is useful since 

working remotely can sometimes feel like you may be missing 

something but the EODP ensures me in a structured manner that I’m 

apart of a great learning environment. 



RESULTS



SINCE LAUNCHING OUR 
EMPLOYEE OWNER 
DEVELOPMENT PROGRAM IN 
AUGUST 2018, OUR TURNOVER 
HAS DECREASED FROM 28% to 
15% - 3 year average before 
and after



REVIEW 
Percentage of employees who agree/strongly agree with all 5 statements: Target is 90%

31

● I understand what I need to do to advance ot the next career path

● I believe there are great career opportunities for me at DKS

● I have access to the learning and development I need to excel/grow in my career

● I know what I need to do to be successful in my role

● My manager (or someone in management) has shown a genuine interest in my career



40% of employees who have 
left for voluntary reasons since 
launching our EODP were 
identified as a “high-risk” 
employee



UPDATES - SENTIMENT SCORE
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Gross revenue has increased 
49% since 2015



KEY TAKEAWAYS



Tips for success
Change Management Plan:

● Executive champion
● Know your key stakeholders
● Coach your managers
● Talk about it early
● Brown bags with all employees
● Technology - share demos
● Brand it 
● Understand the purpose & reinforce
● Constant communication & reminders
● Reassess and improve
● Tie other programs into it
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If I could do just one thing:

Mini employee engagement surveys on a 
quarterly or bi-annual cadence OR stay 
interviews 
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