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Increased rates  of at t rit ion. 

Despite highly competit ive wages and looming 
recession employees are choosing to leave Omibrand

Unplanned Down Time

DECREASED PRODUCTIVITY

Unmet Product ivity Goals

Lines have shown a significant decrease in process 
reliability.

Process Reliability
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Unplanned Down TimeProcess Reliability
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COST OF DECREASED PRODUCTIVITY

Scrap due to unplanned downtime accounts  for 19% of 
Newtown Plant’s  raw Material cos t .

Turnover cos ts  account  for 2% of Newtown Plant’s  
Direct  Labor cos t .

63% increase  in scrap cos ts  
over las t  year 75%increase in turnover cos ts  

over las t  year
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Physical

Mental

Spiritual

Social

EMPLOYEE WELLNESS AT NEWTOWN

75% Front  Line workers  surveyed

18 quest ions  measuring Physical, 
Social, Mental and Spiritual 
wellbeing rated on a scale  1 - 5

Source: See appendix A

Spiritual

Mental

Phys ical

Social



USGLOBAL NEWTOWN

64% 58%

70% 67%

57%

64% 63%

76% 74%

62%

7% 0%

0% 0%

0%
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Source: See appendix A

% OF PROMOTERS IN 4 -DIMENSIONAL ANALYSIS



SYMPTOMS & CAUSES OF NEWTOWN BURNOUT

Ext e rna l Environme nt a l 
Cons ide ra t ions

• Anticipated Recession
• Post Pandemic Recovery
• Executive Changes

01

Increased Demand

• Stressful work environment
• Continuation of increased 

production demands

02

Newtown Plant 
Culture

• Little space allowed 
for holistic presence 
in the work place 

03
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Exhaustion

Mental Distance

Cognitive Impairment

Emotional Impairment



CRUCIALITY OF FAITH-BASED IDENTIFY AND BELONGING
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94%
OF WORKERS 

BELIEVE 
BELONGING IS 
IMPORTANT

Whe n e mploye e s  
fe e l like  t he y 
be long

they are 3.5 times more 
likely to contribute to their 

fullest  potential

Employe e s  a lmos t  
unive rs a lly agre e

it  is  “very or somewhat 
important  to them that  

their workplace be a place 
where they feel they 

belong.”

Surve ye d HR 
Exe cut ive s  Agre e

Lone line s s -
drive n, 
s t re s s -re la t e d 
abs e nt e e is m
costs businesses annually

93%
OF SURVEYED HR 

EXECUTIVES AGREE

3.5x 
INCREASE IN 

ENGAGEMENT

ABSENTEEISM COSTS 

$154
BILLION

A sense of belonging at  work 
drives overall organizational 
performance, increases job 
performance, reduces turnover 
risk, and substantially increases 
employer net  promoter score

80%
OF AMERICAN’S ARE 
RELIGIOUS AND/ OR 

SPIRITUAL

it is  “very or somewhat 
important  to them that  

their workplace be a place 
where they feel they 

belong.”

Source: See appendix B



Executive Sponsorship

Intentional Inclus ion 
Policy

Community Involvement 
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70% The impact  a leader’s  words  and 
act ions  have on an employees  

feelings  of inclus ion

554% American’s  have increased re ligious  
discriminat ion filings  in part  due to  

COVID-19 work condit ions . 

95% of companys  that  measure  impact  of 
community service  find a pos it ive  
impact  on employee engagement

Source: See appendix C

INCREASE THE STRUCTURAL SUPPORT IN THE ORGANIZATION
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Create  Floating 
Manager  Posit ions

Provide 10 hours  for 
Res torat ive  Wellbeing

Accept  the  Authent ic 
Self

$5 Million

C OS T OF 
EMP LOYEE 
TURNOVER 

$ 4 8 0 ,0 0 0

BENEFITS
In c re a s in g  wo rk fle xib ility 
c re a te s  we ll b e in g  a n d  
h ig h e r p ro d u c tivity

C OS T OF 
UNP LANNED 
DOWNTIME

C OS TS  OF 1 2  
MANAGER 

ROLES
$ 1 ,2 0 0 ,0 0 0

Source: See appendix D

EMBRACE HOLISTIC WELLBEING
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Tailor Interfaith to Plant  
Employees

Implement  ERG 
Feedback

Provide Meaningful 
Tasks

2
%

of plant  employees  are  current ly 
lis ted as  act ive  Interfaith ERG 

members .

“We’ve been allot ted a supply closet  for meditat ion and those who say 
daily prayers ,  however it  gets  busy and isn’t  eas ily access ible given 

our short  breaks .”
Newtown Wellness Survey Comment

5% of employees  agree  that  their work 
gives  them a sense  of purpose and 

fulfillment . 

Source: See appendix E & appendix F

CREATE AN EFFECTIVE INTERFAITH ERG



Increase in J ob 
Performance

50%56%

$240K in annual attrition-
related cost savings

Increase in Employee 
Retention

Source: See appendix E & appendix F

BENEFITS OF A HIGH-BELONGING CULTURE
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$2.8M in annual cost savings 
related to unplanned downtime 



Process  Reliability Rates

Employee Attrit ion Rates

Employee Wellness  Survey
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“Ineffective ERGs can be more 
damaging than No ERG 

programs.

To avoid this pitfall, effective 
ERG leaders align with their 
company and communicate 
extensively about the ERG’s 

purpose and goals.”
McKenzie & Company

IMPLEMENTATION METRICS
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De cre ase d  
Prod uc tivity/Hig he r 

Cos ts

IMPACT

LIKELIHOOD

MITIGATION

Risks Conflic t Am ong  
Em p loye e s

Re lig ious  Disc rim ina tion  
Le g a l Com p la in t File d

• Set norms about what 
is   permitted in the 
workplace.

• Create opportunit ies  
for conflict  resolution 
and sharing through 
the ERG 

• Emphasize that  all 
ERG is  completly 
voluntary

• Use ERG to create 
impactful community 
behaviors

• Monitor s tate  and 
federal regulat ions  

• Close monitoring of 
productivity metrics

RISK & MITIGATION



THANK YOU
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APPENDIX A:
MCKINSEY HEALTH INSTITUTE

PLANT SURVEY

Data on mental, physical, social, and spiritual health represent the percentage of respondents scoring an average of 4 or higher (on a scale of 1–5) on 
items for each dimension. Data on holistic health represent the percentage of respondents scoring an average of 4 or higher across all four dimensions. 
The information is sourced from the McKinsey Health Institute Employee Holistic Health Survey, which involved 30,392 participants at all levels of the 
organization during the period from April to J une 2023.

SPIRITUAL MENTAL SOCIAL PHYSICAL



https://hbr.org/2020/03/the-key-to-inclusive-leadership

https://www.forbes.com/sites/janbruce/2024/01/17/belonging-is-a-top-2024-
workforce-strategy-not-rto/?sh=535e95734888

https://www.eeoc.gov/newsroom/eeoc-releases-annual-performance-report-fiscal-
year-2022

https://www.jdsupra.com/legalnews/spike-in-religious-discrimination-7397424/

https://www.shrm.org/topics-tools/news/all-things-work/navigating-religious-inclusion-
at-work

https://www.shrm.org/topics-tools/news/all-things-work/navigating-religious-inclusion-
at-work

https://news.bloomberglaw.com/daily-labor-report/companies-embrace-religion-as-
latest-facet-of-diversity-efforts

APPENDIX  B:
INCREASE RISE IN RELIGIOUS DISCRIMINATION CASES

https://www.jdsupra.com/legalnews/spike-in-religious-discrimination-7397424/


APPENDIX  C:
COMMUNITY INVOLVMENT IS BENEFICIAL TO EMPLOYEE ENGAGEMENT

More than 70 percent of companies involve senior management in investment decisions (i.e., which issues and programs to prioritize). Despite 
this:
There continues to be a gap between the issues that executives strongly agree their companies should be held responsible for and those that 
community involvement programs are working to address.
Fewer than 40 percent of companies report that they engage employees or other stakeholders—or conduct market research—to determine 
which social issues merit investment and how the issue should be approached.

Employees Are the Engine that Powers Community Involvement
• More than 80 percent of company respondents report that community involvement contributes to improving ability to recruit employees and 

reduce turnover.
• Nearly two-thirds of companies measure the connection of employee participation in community involvement programs to creation of 

business value (up from just 27 percent a decade ago). Among those that measure today, 95 percent find a positive correlation between 
employee volunteering and higher employee engagement scores.

• Nearly 90 percent of companies either offer an employee volunteer program or are developing one currently.
• Eighty-four percent report that volunteer programs are managed by employees with community involvement objectives that are included in 

job descriptions.

https://ccc.bc.edu/content/ccc/blog-home/2019/04/corporate-community-involvement-Trends-in-Community-Involvement.html


APPENDIX D:
FLEXIBILE WORK OPTIONS
Research: The Flexibility Options Your On-Site Employees Want
Harvard Business Review

• Gallup surveyed more than 5,700 U.S. workers in industries 
such as manufacturing, transportation, health care, 
education, and service to understand which flexibility 
options their employers were offering and which flexibility 
options would entice them to switch jobs. The most 
commonly offered options (relaxed dress code, flexible 
start and end times, choice over which days they work per 
week) were not the ones that employees most valued 
(increased PTO, four-day workweek, remote or WFH 
options).close

https://hbr.org/2023/05/research-the-flexibility-options-your-on-site-employees-want


Employee Inclus ion 
Score

Ineffect ive ERGs can be more damaging than No ERG programs.

APPENDIX E:
IMPACT OF (IN)EFFECTIVE ERGS ON FEELINGS OF INCLUSION

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/effective-employee-resource-groups-are-key-to-inclusion-at-work-heres-how-to-get-them-right
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/effective-employee-resource-groups-are-key-to-inclusion-at-work-heres-how-to-get-them-right


APPENDIX F:
CURRENT INTERFAITH ERG IS NOT MEETING MEMBERS’ NEEDS 

Reccent ERG Activit ies
• Faith Celebrations  in Corporate Offices : Celebrations  of religious  holidays  with 

events  at  corporate offices . 
● Corporate Luncheon Series : Luncheons with guest  speakers  on religious  divers ity. 
● Interfaith Networking Mixers : Networking events  at  corporate headquarters . 
● Faith-Based Webinar Series : Webinars  on religious  divers ity and inclusion. 
● Workshops on Religious  Divers ity: Workshops on unders tanding different  faiths , 
tailored to the general interes ts  of corporate employees . 
● Corporate Mentorship Programs: Mentorship programs connecting employees  of 
diverse faiths . 
● Social Media Campaigns  on Religious  Divers ity. 
● Interfaith Art  Exhibits  in Corporate Buildings: Art  exhibits  in corporate buildings  
showcasing religious  and cultural divers ity. 
● Interfaith Awareness  Posters  in Corporate  Areas: Posters  promoting religious  
divers ity. 



APPENDIX G:
FOREIGN-BORN PEOPLE LIVING IN THE UNITED STATES



APPENDIX H:

• Belonging in the workplace: Employee retention and job performance increase when a company exhibits a sentiment of high belonging 
https://hbr.org/2019/12/the-value-of-belonging-at-work#:~:text=If%20workers%20feel%20like%20they,of%20more%20than%20%2452M.



APPENDIX I:



ERG STRENGTHS-  COMMUNITY BUILDING

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/effective-employee-resource-groups-are-key-to-inclusion-at-work-heres-how-to-get-them-right
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