
By Carrie Nebens

What makes for the “perfect job?”
There are many standard aspects
that come immediately to mind:

good benefits, flexible work schedules, creative
work environment, employee assistance, easy
commute, day care, ample vacation, opportuni-
ty for advancement. When looking for work,
these are the areas a prospective employee will
be most interested in.
After working in the staffing industry for

25 years, I firmly believe there is no such thing as
the perfect job, because “perfect” is defined by
the person. This might appear to run counterintu-
itive with my line of work, but it is actually what
my job is all about. There is no perfect job, but
there is the right job for each individual.
The key is to look at the list of the aforemen-

tioned ideal job attributes and determine which
ones you can and can’t compromise on. Not
every job is going to be a “10” in every category,
so make a list of your priorities. If you’re a new
parent getting back into the working world, day
care may take precedence over a creative work
environment. If it’s your priority to obtain an
advanced degree, educational assistance
becomes a huge asset, whereas if you’re a more
mature professional, that benefit may not be a
priority for you.
Also be sure to watch out for irrelevant or

misleading lures and benefits. When a company
advertises a new in-building workout facility or
cafeteria free to employees, they sound like
wonderful and hard-to-find perks—and they are.
But what are you signing up for? Twelve-hour
workdays, an hour commute? If your lifestyle and personality can
work around those requirements, then enjoy the perks. But if 12-
hour days won’t work for you, don’t settle for a job just for the “cher-
ry on top.”
The key, simple as it sounds, is just finding a professional oppor-

tunity that suits you and your lifestyle. It’s all about the fit. Maybe
you find a job with less than ideal benefits and long work hours, but
has a fantastic energy with a great chance for upward mobility. If
you’re young, this could be a great start for you. Don’t go by other
people’s standards, work with your own.
You should also know your personal priorities before you start

the job search. Perks can sound even more tempting in a sea of job
descriptions, but if you know what matters to you, you will be able
to zero in on the job opportunities that meet your needs right away.
There are many companies that could be the best places to work,

but many may not be the best places for you. Decide what matters
most to you, and find a job that fits those needs. The only perfect job
is the right job for you.

Carrie Nebens is President of Equis Staffing. She can be reached
via cnebens@equisdifference.com or (818) 444-0100
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BBeesstt places to work

The Best Places to Work are Often  
Where Employees Help Others

©2010 Universal Studios. All Rights Reserved. 10-CON-9850

By Cynthia Kawa

What are you looking for when
you think of a great place to
work?  Is it a large salary?

Benefits?  A workplace close to home?
Or is it a good feeling about the kind of
work you do?  

The parameters are different for every-
one.

But for many people, going home at the
end of the workday with a feeling that they
have contributed something to society is
the most important element in their job.

For these people, organizations that
provide services to seniors, at-risk youth,
or those with mental or psychological
challenges are positions that many people
gravitate toward in today’s work environ-
ment.

Improving lives trumps a paycheck
For them, a paycheck smaller than they

might receive in private industry is more
than made up for by the feelings of having
contributed to our society.

Some of the organizations in the San
Fernando Valley with larger employee work
forces are the Child Care Resource Center,
New Horizons, Penny Lane Centers, and
the San Fernando Valley Mental Health
Care.  All have more than 250 employees.

New Horizons, located in North Hills,
was founded in 1954.  It is an award-
winning, non-governmental, social services

agency serving the adult developmentally
disabled community in the San Fernando
Valley.  It has been my honor and privilege
to serve that population at New Horizons
since 1988, and I know that there is a
particular kind of person who finds this
work rewarding and fulfilling.

Numerous rewards
The rewards of working in the social

services field are numerous – and mostly
intangible.  People do not seek to work at
New Horizons simply for the paycheck.
Instead, they are looking to enrich their
lives in a way that they have found to be
lacking in other careers.

Staff at New Horizons comment on the
inspiration they get from working with
people with disabilities.  Among other
things, they feel deeply tied to the progress
of the clients, appreciated by the clients,
and a majority of them feel that working
with the developmentally disabled helps
keep the challenges they face in their own
lives in perspective.

Brent Stutzman, New Horizons’ Human
Resources Manager, says, “We encourage
our employees to think of themselves as
part of a mission…the mission of serving
our clients by helping them to fulfill their
dreams.  It’s a mission beyond making a
dollar for any shareholders…it’s a mission
that changes people’s lives.

“We often have people come into our
office and say, ‘I’ve worked in the for-profit

sector; now I want to do something that
helps people.’

A special opportunity
Somewhere between coming in the

door and a few weeks into their employ-
ment an employee realizes that he or she
has the opportunity to do good both in
individual’s lives and for the community
as a whole…and the opportunity to look
back on this experience and say ‘I made a
difference.’”

Senior management in nonprofit has to
be just as sophisticated as any business…
so the doors can stay open.  Not-for-profit
organizations have all of the same issues
and challenges as any entrepreneurial
organization or major corporation: a variety
of stakeholders whose needs have to be
met; budgets to be created and met; taxes
and governmental regulation; and much
more.

The difference in a nonprofit environ-
ment is that there’s an additional bottom
line, the requirement to meet the needs of
those for whom the organization provides
services.  And since the source of funding
for most not-for-profits includes support
from various levels of government, the
degree of oversight and scrutiny often is
greater than in private industry. 

While most of our employees are highly
skilled and have years of experience in
dealing with those with developmental
disabilities, other organizations have a

different approach to human resources.

Different organizations,
different workforces

For example, the Boys & Girls Club of
the West Valley, which provides after-
school and summer camp programs for
young people, often those from disadvan-
taged circumstances, is very different than
New Horizons in the human resources
area.

Many of their employees are young
people, often attending CSUN or Pierce
College, who love working with children
and are training for a career in education or
youth services.  Unlike New Horizons, the
Boys & Girls Club has a quite small
full-time professional staff; more than
80 percent of their workforce is probably
under 22 years of age.

But whether a large organization or
small, there is no feeling like knowing that
you have truly improved the lives of people
who are depending on you for help…those
are truly The Best Places to Work.

Cynthia Kawa is
CEO of New Hori-
zons, located in North
Hills. She can be
reached via e-mail at
CKawa@newhori-
zons-sfv.org.
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Asthe economy begins to recover
and you shift to rebuilding your
staff, using contingent labor (also

known as contractor, consultant or
temporary labor) can be a smart strategy to
successfully manage growing business
demands. Balancing your permanent
workforce with contingent workers not
only allows you to achieve your immedi-
ate business goals; it also helps you
minimize risk and balance cost and pro-
ductivity requirements –today and in the
future. But one mistake companies make

that prevents them from realizing the full
value of contingent workers is failing to
take steps to engage these individuals, or
promote their commitment to the
company, the business goals and the
overall strategy.

The fact is engaged workers who feel
valued and part of a team are more likely
to improve the bottom line. Workers who
stay engaged are more productive and
more likely to recommend the workplace
to others. Engaged contingent workers are
also more likely to stay on board, agree to

a repeat assignment and accept a
permanent position should one become
available. Conversely, disengaged workers
who feel little affiliation with their
workplace can negatively impact the
bottom line – and drag their colleagues
down with them. One study estimates that
disengaged employees have cost more
than $300 billion in lost productivity in
the U.S. workforce alone, according to a
2008 Gallup Poll on employee engage-
ment.

Companies should keep in mind that

contingent workers typically may feel
more loyal to the host companies where
they are working than to the employment
agencies that pay them. Contingent
workers want to be included and feel that
they are making a contribution. But even
knowing the impact on the bottom line,
far too many companies struggle to
engage their contingent workforce,
primarily because they treat them as
outsiders. More than a quarter of employ-
ers worldwide, for instance, do not expose
their contingent employees to at least
some level of on-boarding and assimila-
tion processes, a key cause of lower
engagement levels (according to
Manpower’s study, “The Role of Contin-
gent Workers in Workforce Strategy
Survey,” published in August of last year.)

Three Steps to Engagement
Companies can take steps to help boost

the engagement of their contingent work-
ers. An initial key step is to partner with
the employment services provider to help
promote engagement; ensuring
consistency and reinforcement, while
limiting any co-employment concerns.
Also, consider these three approaches:

1. Recognize motivational differences.
Develop customized, flexible strategies to
accommodate different segments of the
contingent workforce, just as you would
with your permanent employees.

2. Make them part of the team.
Successfully engaging contingent workers
rests largely on integrating them into the
workplace. Every company should work to:

• Improve on-boarding and orientation
processes for contingent workers.

• Ensure that contingent workers have
the tools and resources needed to do their
jobs.

• Educate your permanent workforce to
foster better integration of contingent
employees.

• As much as possible, remove the
unnecessary barriers that keep contingent
workers from feeling part of the team.
Share critical communications important
for them to do their job or feel part of the
team.

3. Promote career development. Even
though they are not permanent employ-
ees, an ongoing program to improve the
skills—and thus the value—of contingent
workers will ultimately help the organiza-
tion meet its business objectives.

As we emerge from the economic
downturn and the extended period of
downsizing, organizations face the harsh
reality of decreased employee loyalty. If
companies can develop the management
processes required to keep their perma-
nent and contingent workforce truly
engaged and harness their potential, they
have a real opportunity to create a work-
force designed to meet their business goals
today and tomorrow.

Information for this article was provid-
ed by Manpower, a world leader in
employment services, creating and deliver-
ing services that enable job seekers and
employers to win in the changing world of
work. Visit us.manpower.com for more
information.
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Engage Your Contingent Workforce and
Gain the Greatest Value
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By Manny Padilla Jr.

The San Fernando Valley is quickly
learning what 145 employees
already know – there is no better

place to work than Los Angeles Police
Federal Credit Union (LAPFCU). The not-
for-profit, member-owned financial cor-
poration was recently named the No. 1
Place to Work for mid-size companies by
the San Fernando Valley Business Journal.
With over $750 million in assets and

42,800 members, LAPFCU is committed to
exclusively serving the financial needs of
the Los Angeles Police family, a role it has
held since its creation in 1936 by seven
Los Angeles police officers. This latest
honor is the second consecutive year in
which the Credit Union has been recog-
nized in the San FernandoValley Business
Journal’s “Best Places toWork” Program.
Additionally, the Los Angeles Business Jour-
nal recently honored the organization as
the 5th Best Place toWork for medium-size
companies. And, last year, the company
earned a “California’s Best Places toWork”
designation by Employers Group, a human
resource firm.

“We are greatly honored by this award
as it is voted on by our staff who are saying
‘We enjoy working here,’ and we all know,
happy employees help to make for satisfied
customers,” explained President and
CEO G. Michael “Mike” Padgett. “We find
there is a lot of pride in serving our police
family.”
Regarding why its employees enjoy

coming to work every day,Vice President
of Human Resources Norma Feder Dong
said, “We have one of the best benefits
programs available and we celebrate
everything.”
“Not only does this help to make this a

great place to work, but we find it makes
our employees very loyal – they see we’re
committed to their success and they in turn
are committed to our members’ financial
well-being,” she added.
As far as benefits programs, LAPFCU

contributes 20 percent of employees’ total
gross earnings to their pensions and offers
employer-paid short- and long-term dis-
ability plans.
Additionally, LAPFCU has a compre-

hensive health program which includes
traditional health care coverage, as well as
acupuncture and chiropractic insurance;
wellness health fairs; employee walking
programs; and quarterly medical reim-
bursements for items not covered by health
plans at 50% of co-payments and prescrip-
tions. At the end of the year, employees are
paid unused sick time. LAPFCU also has a
softball team, The Enforcers, where staff
can work in some additional wellness
activities.
LAPFCU is committed to building the

skills of its employees and to promoting
from within whenever possible. The com-
pany reimburses for education, offers
lunchtime learning programs, has an
online “university” with classes designed to
enhance employee skills and hosts an all-

day training class each year for the organi-
zation.
Recognition for a job well done is

important at LAPFCU. The company has
Best Suggestion of the Quarter Awards,
Spotlight Recognition Programs, milestone
awards, Thank you grams and an annual
appreciation dinner for all employees
where additional performance honors are
awarded. Additionally, bonuses are award-
ed at all levels – from the CEO to hourly
employees.

Because LAPFCU rewards its employees
so well, staff are committed to giving back
to their community. The company partici-
pates in the annual Children’s Assault Treat-
ment Services (CATS)Walk to benefit
abused children, and LAPFCU recently co-
hosted the Juvenile Diabetes Research
FoundationWalk. Additionally, staff volun-
teer at community police events and host
in-house fundraisers throughout the year
which range from ice cream socials to
nachos bars – with all funds donated to

charitable organizations.
“This really is a special place to work,”

said Janet Gaspard, Human Resources
Manager. “We feel very fortunate to work
where we do and we are honored to serve
the police family which in turns serves all
of us within the community at large.”

Manny Padilla Jr. is Vice President of
Marketing for the Los Angeles Police Feder-
al Credit Union. For more information, he
can be reached at (818) 779-3311.
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Los Angeles Police Federal Credit Union Honored
as “Best Place toWork” in San FernandoValley
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LAPFCU is committed to
building the skills of its
employees and to
promoting from within
whenever possible.
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Building Strong Employee Morale
for any Economy

BBeesstt places to work

By Dan Babcock

Today's workplace can be enveloped
by the fear of downsizing, loss of job
security, overwhelming changes in

technology, and the stress of having to do
more with less.  According to a recent
Roper poll, employee morale and job sat-
isfaction are at the lowest point they have
been since Roper first began doing the
poll decades ago.  Managers must recog-
nize this phenomenon and do their best
to counteract it if their organizations are
going to survive.

Employees need managers who can
empathize with their pain and who honest-
ly try to create an environment in which
they feel valued and respected despite all
the changes going on around them.
According to multiple studies, the things
that really matter to most employees are:

1) Interesting work 
2) Full appreciation for the work they've

done and 
3) A feeling of being "in" on things 
Each of these motivators relates to an

element of the type of caring, spirited work-
place managers can create for their
employees.

1.  COMMUNICATE with employees in
regular and creative ways.  

• Hold informal "grapevine sessions" to
control the flow of the rumor mill.  These
open discussions can be held either on a
regular basis or can be called by any

employee.  Managers must be prepared to
listen and to be completely truthful and
open.  Even when they can't share specific
information, they can honestly explain why
and when it will be available.

• Spend time out in the field with
employees.  Ask them how you can help
make their jobs easier.  Work alongside
them.  Even let them teach you what they
do. For example, Southwest Airlines has a
mandate that every manager must spend
1/3 of his or her time in direct touch with
employees and customers to create a
stronger feeling of teamwork.

• Take at least one employee to break-
fast and another to lunch each week.  Ask
them for their ideas to improve the organi-
zation and thank them for being on your
team.  

• Hold a voluntary "Good News Hour"
once a week for 30 minutes before the
workday starts.  Everyone can share good
things that have happened in their lives and
work during the last week.

2.  Create an ATMOSPHERE that makes
employees enjoy being at work.

• Celebrate everything you can--meet-
ing of short term goals, the end of the
budget process, winning grants or new cus-
tomers, extraordinary work, safety success-
es.  We know that happy employees are
more productive employees!

• Surprise them with spontaneous treats.

Rent an ice cream cart and take everyone a
popsicle.  Bring in a popcorn machine.
Take coffee and donuts to each person's
work station.  Give them a Nestle's
$100,000 bar with a note saying, "This is
what you're worth to me!"  How about a
package of Lifesavers during a stressful
time?

• Create some special places for
employees.  A group of employees at one
organization stayed late one night and dec-
orated an empty space all in black.  When
the rest of the staff returned the next day, a
large banner over the entrance read "THE
WHINE CELLAR!"  They brought in stress
toys, cartoon books, treats, and stuffed ani-
mals, and this became everyone's favorite
place to go.  You might also consider creat-
ing a "TIME OUT" place for employees
who are over stressed.  Because of a lack of
space for this, one organization purchased
a Porta-Potty!

• Encourage daily affirmations through-
out the organization.  Some companies
have created small cards to thank one
another internally.  Other organizations use
"Pass It On" cards with sayings such as "The
difference between ordinary and extraordi-
nary is that little EXTRA!" to give to both
employees and customers.  A pat on the
back, a short note of thanks, or a voice mail
message from a manager can refill employ-
ees' emotional bank accounts for weeks!  A
spirit of gratitude throughout an organiza-
tion will raise the level of all interactions.
Create a "Just Because" committee or an

Attitude Support Team with volunteers who
have a passion for the positive.

3.  Treat employees with RESPECT.

• Sponsor a Family Day at work.  The
American Hospital Association holds an
annual "Day for Play at Work" celebration
at which families of employees can enjoy
games, display, prizes, and a tour of
Mom's/Dad's workspace.  It is designed to
teach family members what it is like to go
to work and how important they are in sup-
porting the employee.

•Establish a Code of Conduct listing the
specific behaviors you will use in interact-
ing with one another.  Gain employee
input and ask them to personally sign the
Code if they agree to uphold it.  Include in
it such behaviors as "If I have a concern
with someone in the organization, I will go
directly to that person."  Then, when one
employee begins to gripe about someone
to another, all the person has to say is,
"REMEMBER THE CODE!"  This will do
wonders to uplift your workplace.

• Pass out their paychecks personally so
you get to know all their names.

• Create a Human Level database.  Col-
lect information such as employees' hob-
bies; do they play an instrument, sing,
draw, or speak a foreign language; special
interests such as golf, bridge, tennis;
favorite sports; books and movies they like;

Please see page 35



places they have traveled; organizations
and support groups to which they belong.
This becomes a terrific way to network
internally. Informal classes, support groups,
travel groups, and perhaps even a company
choir or band will spring up. People can
find others to help them with problems
both at work and at home, and the compa-
ny will discover resources it never knew it
had. Best of all, employees are seen as
whole persons, not just workers!

4. Be ENTHUSIASTIC about your work.

• Francis Likert said, "If a high level of
performance is to be achieved, it appears to
be necessary for a supervisor or manager to
have high performance goals and a conta-
gious enthusiasm as to the importance of
these goals." Are you a contagiously enthu-
siastic manager? Are you helping your
employees focus not on only a job descrip-
tion but also on their very important work?
How is what they do each day making
someone's life better? That new sense of
purpose will boost self-esteem and add a
depth of meaning for which they are des-
perate.

• Enjoy your employees. Help them to
"lighten up" and not take themselves too
seriously. Find ways to poke a little fun at
yourself. Research shows that the most pro-
ductive workplaces have at least ten min-
utes of laughter every hour. At Artex Inter-

national the three owners of the company
surprised employees at an all-company
function by creating a skit. Since they were
in the middle of a quality initiative, the
owners demonstrated various quality tools
to illustrate their varying degrees of hairless-
ness! It is something the employees will
never forget. Have you ever worn a Hal-
loween costume to work when it WASN'T
Halloween? How about a dart board with
your picture on it in the breakout room?

•Work on a community project. Care
about the world outside your lobby. Martin
Buber said that the fastest way to overcome
depression is to do something for someone
else. In organizations we often become so
in-focused that we forget there is a needy
world outside our doors. Workgroups have
helped rehab community playgrounds, built
houses for Habitat for Humanity, cleaned
up highway areas, and even cooked meals
for the homeless. Not only is this a team-
building activity, but it also helps change
perceptions about one's own situation.

As managers, you can have a direct
impact on the kind of company yours is.
Listening to employees, caring about them
and their families, creating an atmosphere
that promotes joy, and presenting yourself
as a human being will result in a workplace
that can survive the changes, stress, and
fear of the unknown.

Dan Babcock is a freelance writer.
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Become a Great Boss
Bearing in mind the importance of

good leadership to business, consid-
er the following lineup of skills,

strategies and attributes:

1. Be inclusive. With a smaller opera-
tion, it's essential that everyone feels like an
equal and involved part of the team. A
good employer is certain to treat each
employee fairly, not only in terms of salary
and other forms of compensation, but also
in how that employee is involved in the
daily function of the business. Encourage
feedback, innovation and creativity so
employees feel genuinely engaged. You
need to create an environment of integrity,
trust and respect to make absolutely certain
that everyone is treated fairly, regardless of
the differences they may have. It's essential
to be inclusive, because that keeps every-
one on the same page when it comes to the
business's long-term goals.

2. Mission, not just money. Very few
businesses operate out of sheer altruism,
but that's not to say that turning a profit is
the primary philosophical and practical
focus. Rather, an effective boss establishes a
genuine business mission. How that takes
shape depends both on the business and on
the overriding focus the boss wants to set.
For instance, a restaurant owner may push
speedy lunchtime service as a way of serv-
ing the time-strapped business community.
By contrast, a medical supply outfit may
emphasize how its products improve cus-
tomers' health. Not only can a clear mis-
sion serve to motivate employees, it can
also infuse a sense of importance in their
jobs. 

3. Nothing to fear but fear itself. Many of
us have had bosses who would be right at
home with a guillotine next to their desk
calendars. Make one mistake on the job
and feel free to slip your noggin right in
beneath the blade. Conversely, an effective
boss encourages his or her employees not
to be gun shy about an occasional snafu

along the road toward better job perform-
ance. 

4. Don't just lead -- coach. It's common
to hear a sports reporter observe that one
coach out-coached another in a particular
game. The same dynamic holds true for
your business, in which you view your
position both as a leader and a coach who
teaches, encourages and, if need be, cor-
rects employees.  A coach sees things very
differently than the players.  It's important
to use that different perspective to educate
and encourage. But it's also important, like
a good coach, to lead your team by exam-
ple. For instance, while you should point
out mistakes by your employees, be sure to
admit when you yourself make a mistake.

5. It's their careers, too. Don't forget that
the people who work for you are looking to
you to help them navigate and advance
their careers. As I said, it's not all about
money. But it is all about making your
employees see how to improve and create
meaningful careers for themselves. If an
employee has a goal of becoming a manag-
er or running his or her own business
someday, nurture that goal. Tell them the
traits they need to work on to achieve their
ultimate plans.

6. Made, not necessarily born. One final
aspect of being a good boss is recognizing
that much of what goes into being an effec-
tive leader is, in fact, learned behavior. Of
course, there always have been and will be
bosses who seem to have a flawless touch
in leading and motivating. But for every
natural, there are just as many top-flight
bosses who got that way by attending man-
agement classes and seminars, reading
books on effective leadership and, just as
important, understanding that a good
employer naturally attracts first-rate
employees. 

Information provided by the
Small Business Association.

Continued from page 34
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By KimWeedmark

The end of the year is just around the
corner and it’s already time to begin
thinking about your Fourth Quarter

meetings, holiday and end-of-the-year
events. Following are a few general guide-
lines to help successfully plan these annu-
al and quarterly gatherings.

1. Plan Ahead
It is important to remember that just as

the last few months sped by, so will the
upcoming three. For that reason, putting
event plans in order early is a very smart
idea. Planning ahead will not only lessen
your stress, but in return will result in a
better overall experience for your guests.
Take the time now to research locations
and check management calendars to hold
dates.
By planning ahead, you’ll have a wider

selection of venues and will be able to
avoid last minute, and sometimes costly,
decisions. When considering venues, think
about non-traditional locations like Univer-
sal Studios that can provide you with a lot
of options. Not only is Universal Studios
Hollywood one of the only venues in L.A.
that can accommodate from 100 to 20,000
guests, it also boasts over 22 themed event
locations. At Universal Studios Hollywood,
you can have your Hollywood-style meet-
ing in our world renowned Globe Theatre,
in one of our indoor show theaters, or have
an informal afternoon BBQ or luncheon
that includes a visit to the theme park, or
even a private movie screening of the latest
blockbuster release.
Planning ahead also provides the time

you need to add special touches that will
make your meeting or event extra memo-
rable. For instance, at Universal Studios
Hollywood you can have a true Hollywood
Legend – a la Marilyn Monroe or Lucy –
help accentuate the fun of your Tinsel Town
fete. Or you can invite Bart, Lisa, Homer
and Marge to help loosen up those neck-
ties. Whatever element of entertainment
you wish to include, booking early means
greater selection and more fun. Universal
Studios offers a number of turnkey event
solutions, some locations even come with
complimentary use of the latest audio-visu-
al equipment. Move your next meeting
from the boardroom to Universal Studios
Hollywood and you’ll definitely take the
“bored room” out of the boardroom.
Because you have thought ahead, more

dates and times will still be available and
your office won’t have to settle for Plan B.

2. Don’t Limit Your Options
Traditions aren’t always best. The same

thing that appealed to the team for years
may be ho-hum today. Search out fresh
ideas. Consider a year-end Sales Recogni-
tion Meeting at Universal’s Globe Theatre
and then picnicking on a crisp and sunny
December afternoon at one of many
themed locations in the Park to infuse your
day with real fun.
Perhaps reserving a bit in your budget

for all-out fun is the way to go. For exam-
ple, while a ticket to enjoy the entire park
at Universal Studios Hollywood is a fantas-
tic idea, you can request special options
like a private studio back lot tour – the
Park’s most popular attraction. The Studio
Tour now includes King Kong 360 3-D, cre-
ated by Peter Jackson, the world’s largest,
most intense 3-D experience and brand
new set streets.

3. One Stop Shopping
While the idea of “one stop shopping”

maybe seem impossible to accomplish as
you search for the perfect location or gift, it
is entirely within your event-planning
reach. Choosing a venue that offers
“turnkey” events might be the best gift you
could ever give yourself.
No one can decorate better than a

movie studio, so leave the decorating to
the experts and save by choosing a venue
like Universal Studios’ Globe Theatre,
which is already pre-dressed for the holi-
day season. The Globe Theatre is a 9,620
square foot sound stage. It has a newly
added state-of-the-art HD audio-visual sys-
tem available at no additional charge. The
system includes 4 new HD projectors, 4
high contrast Cinema screens, PlayStation
3 consoles for video playback and games,
professional DVD players and all the bells
and whistles to allow for customized dis-
plays, presentations, entertainment and
corporate branding.
You will also want to select a location

where the food is as incredible as the fun.
Why hassle with “catering in” when you
can choose a hot spot like Universal Stu-
dios that not only features award-winning
rides, but also boasts world-renowned
catering from ChefWolfgang Puck.
Go from a teambuilding day in the park

to a buffet awards dinner with all the trim-
mings at The Globe Theatre. Or make the
year ending special with a company picnic
in the Parisian Courtyard on Universal’s
Streets of theWorld and then give everyone
the run of the Park.
By popular demand, the Grinch will be

back this year at holiday time for Grinch-
mas, so your guests can enjoy all the spe-
cial holiday activities Universal Studios has
planned, as well as the many rides and
attractions available year round.

4. Being Green Isn’t Only for the “Grinch”
Make sure the tree in the office lobby

isn’t the only thing that comes to mind
when you and your co-workers say the
word “green.” By choosing a venue that is

already conscious of the importance of the
global environmental movement, you can
feel good about the low impact your com-
pany event will have on the environment.
At Universal Studios Hollywood, having

the option to use recyclable products can
make a real impact in your company’s car-
bon footprint for the day. As the only
theme park recognized by the Environ-
mental Media Association for its Green
efforts, even the trash you do generate
during your event is sorted for recycling.
Equally as impressive, when you hop on
the Park’s The Simpsons Ride, you are
onboard an incredible feat of Green
engineering. The popular attraction is
illuminated with 2,582 LED lights, expend-
ing just 27,675 watts per hour as
compared to 82,909 watts consumed per
hour by standard incandescent lighting a
power savings of more than 55,234 watts
per hour.
Located near an MTA station, arriving at

Universal Studios Hollywood can even be
an exercise in global consciousness. Also,
because a shuttle runs from many nearby
hotels, not only can partygoers be respon-
sible by not hitting the road after indulging
in delicious cocktails, they can also use
mass transit to and from the party.

5. Use Your Event as a
Teambuilding Opportunity
In a time of tight budgets, consider com-

bining your holiday party with a fun team-
building exercise. For instance you can
drive a little friendly competition with an
“Amazing Race” Mystery Hunt through
Universal Studios Hollywood or make your
own holiday commercial that can be
shown at a post-activity lunch or dinner.
Many corporate budgets have been cut for
holiday parties, but not for rewards and
recognition events. Combine your end-of-
the-year reward and recognition events and

Five Quick Tips to Help Make
Your Office Event Unforgettable

BBeesstt places to work
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