
 
 

 

Creating a Great Place to Work 

Developing Great People 

By Helen Kelly  

 

Multicultural experience, candid conversation, 

collaboration and an eye for beauty are among the 

forces for greatness at two of Europe’s winning 

companies. And both companies— Boston Scientific, 

who design and manufacture medical devices to 

reduce the incidence of invasive surgery and Elica, 

who design and manufacture sophisticated, stylish 

appliances to grace the kitchen—encourage 

employees to embrace different ideas, perspectives, 

and cultures in order to succeed. 

ELICA EMPLOYEES ARE INTERNATIONAL 

The spirit of invention and the eye for design along with good humour and 

confidence funded growth and diversification that makes Elica the number one 

cooker hood company worldwide, the best place to work in Italy and the best 

large company to work for in Europe. I think this is in large part because mid-

level employees have the opportunity to develop both personally and 

professionally to levels expected only of senior executives in other companies. 

Marco Scippa, Elica’s global HR Director, explained why company and employee 

growth are intertwined. 

“The confluence of the company’s development and the 

high level of development our employees achieve is not 

surprising”, Marco said. “We are from a small city in Italy. 

When strategy dictated growth beyond our national borders, 

we had one pressing question to answer: How do we 

prepare people to appreciate, welcome, and support 

behaviours, expectations and norms that are different from 

our own? Our conclusion: educate people and give them 

experience concurrently.  

That is, send people to different places, allow them to react, and then help them to 

realise and recognise that different is not worse—it is just different. For example, 



in some cultures the family plays a central role in motivation to work, while in 

others it may be money, status, job title. We start from the knowledge that in 

reality, organisation, business, and life are not separate entities, and we do not 

allow artificial distinctions among them. So, though our hearts remain Italian, we 

want our employees to be international people who are fully present on the job 

and available to help our global partners to work, develop and enjoy the success. 

We ask our managers to be managers of the future, prepared 360o for growth and 

change”. 

Elica’s approach to raising awareness among employees and developing their 

ability to manage within, not across, different cultures begins with two-way job 

rotation. To reassure people that an international assignment won’t interrupt the 

career track, rotations are based in a plan that provides a job at the right level 

upon return to one’s native country—and furthermore, a job that will incorporate 

the new experience of another world and also new behaviours. Thus do people 

develop who will nourish a new, international culture while maintaining the pride 

of national heritage. There are salary increments for those who learn and apply 

learning to improve the company’s vision, operations, and performance. 

Equality is another way Elica develops great people. Everyone, Marco says, is 

part of the company’s history, so benefits are available equally to all. When the 

company adds a gym, or an e-learning course or a program linked to the law and 

culture of a country, for example, they are open to everyone. Yet the people 

initiate any request for benefits, so while one operation may wish a gym, another 

may wish courses in a foreign language. 

BOSTON SCIENTIFIC - PUSHING THE ENVELOPE ON CREATIVITY 

When I asked Operations Vice President Tom Mangan how Boston Scientific 

develops great people, he spoke not of jargon or instructional courses, but about a 

way of life, as natural to the company as breathing. For starters, the very nature of 

the job at Cork is to push the envelope on individual and collective creativity. 

Tom described why. 

“In Cork, the company manufactures various medical devices for a number of its 

businesses. However, while the Cork site focuses on manufacturing, it also 

collaborates closely with R&D, Marketing and Sales on proof-of-concept for 

proposed products and design-to-manufacture of new products the company 

intends to launch. So of necessity, conversations about new product potential are 

candid”. Tom said that a strong tradition of welcoming ideas without prejudice, 

yet assessing each one rigorously and objectively—based on information and 

analysis rather than ambition— supports both manufacturing rigour and insight 

about market opportunities. “The global business environment is constantly 

evolving”, Tom continued, “so employees must be adaptable. At Boston 

Scientific, an open, transparent culture reinforces that most prized capability”. 

It seemed to me that employees are already well educated and often highly 

experienced when they join the company. Tom confirmed that Boston Scientific 

hires people who are flexible and comfortable taking personal responsibility for 



quality in all they do; have a high tolerance for the fast paced but highly regulated 

device industry; are emotionally and professionally open to teamwork and both 

enjoy and are committed to open communication. So where does personal 

development come in? Boston Scientific believes that direct experience, personal 

autonomy, candour, and collaboration engender continuous growth; integrity and 

passion for quality; an ever-greater capacity to embrace different perspectives, 

experiences and cultures; and an ever-greater involvement with the duality of 

individual creativity and collaboration with colleagues and customers. To that 

end, management practices are designed to engage all employees—including 

managers— in behaviours that support, reinforce and develop personal, 

professional, and intellectual growth. 

The response to occasional bad news, such as falling behind on delivery times, 

personifies the company’s orientation to development. Instead of a lecture, the 

teams engage in a conversation led by the appropriate manager who 

communicates the news and sets the context in terms of implications and 

consequences. He or she then turns the meeting over to a specific group formed to 

identify the problem’s root cause and develop solutions. Every experience is an 

opportunity to develop through education and collaboration. 

CONCLUSION 
 

Both workplaces—Boston Scientific and Elica—make every effort to ensure that 

their employees have abundant opportunity for professional and personal growth. 

“We hire people who believe that everyone is equally important to the company”, 

Marco said. “These great people develop when they have direct experience, 

education, open and ongoing communication, and when people trust one another 

across the board to be truthful and reliable”. 
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