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About Twin Cities Telework

 Employer resources
 Manager resources
 Teleworker resources

 Twin Cities Telework webinar series
 Twin Cities Telework newsletter
 Ask an Expert

Visit www.tctelework.com to find free telework and hybrid materials: 

http://www.tctelework.com/


Free resources through Twin Cities Telework

Twin Cities Telework website: www.tctelework.com

 Sample telework and hybrid policies and employee 
agreements

 Mental health recommendations for working from 
home

 Tips for manager and teleworker success

 Employer guides for setting up telework and hybrid 
work arrangements

http://www.tctelework.com/


Your questions, our answers
 A recording of this training and the slide presentation will be provided to all 

attendees within a week

 Questions will be answered at the end of the webinar

 To submit questions:
We prefer you to use the Q&A tool in the webinar
 If you think of a question after the webinar use the Ask An Expert 

feature on www.tctelework.com
 Or email questions after the webinar to Melissa Madison 

melissa@494corridor.org and we will get back to you.

mailto:melissa@494corridor.org


Meet our presenter, Elham Shirazi

e-planning Principal Elham Shirazi is a nationally-
recognized telework expert who has more than 30 
years of experience in the field of telework.
Nationally, she has advised the White House and US 
Congressional leaders in the interest of telework 
policy development. 

She is a frequent consultant for Commuter Services. 
She has also consulted with hundreds of companies, 
including Minnesota’s Best Buy, SuperValu, Welsh 
Companies and the City of Bloomington. 
Welcome, Elham!



Planning



Planning
Establish you company’s stand 

on teleworking and Hybrid 
Work

Fully Remote or Hybrid
(Communicate to staff 

appropriately)

Share policies and guidelines 
(Make sure process is clear)

Job assessment

List of jobs that can be handled 
remotely Approach should include equity

Standardize assessment Correct tools for teleworking



The hybrid workplace 
 Virtually all projections anticipate the post-pandemic 

workforce will be relatively more remote

 Rather than simply shifting operations “back to 
normal,” leaders are urged to think about how they 
can leverage recent remote-work experiences to 
intentionally plan for a remote/hybrid workforce in 
the future

 Leaders must think strategically about their remote 
work policies and practices going forward

https://hbr-org.cdn.ampproject.org/c/s/hbr.org/amp/2021/03/what-is-your-organizations-long-term-remote-work-strategy

https://hbr-org.cdn.ampproject.org/c/s/hbr.org/amp/2021/03/what-is-your-organizations-long-term-remote-work-strategy


Expectations

The people who went home to work 
in March 2020 aren’t the same as 
those coming back to the office in 
2022.

Today’s employees have great 
expectations for what they want out 
of work, and flexibility and wellbeing 
have become non-negotiables.

Microsoft - Hybrid Work: A Guide for Business Leaders



Variations of the hybrid model

Office-Occasional
Employees come into the office a few 
times a week. This model uses the office 
to blend in-person collaboration and solo 
work.

Depending on the company’s needs, this 
can be quite a loose policy (e.g., 
employees are instructed to come into the 
office two days a week of their choice), or 
there could be more firm guidelines (e.g., 
employees are expected to work from the 
office every Monday).

https://builtin.com/remote-work/hybrid-work-model

Remote-First
Some leaders are choosing to go 
remote-first, meaning that their 
operations will closely mirror those of a 
fully remote company, with a few 
exceptions.

Notably, most will keep their offices as 
space for employees to work from. 
Some also won’t allow the same 
flexibility to every employee, meaning 
that they may require some employees 
to continue coming to the office if their 
job requires their physical presence.

vs.

https://builtin.com/remote-work/hybrid-work-model


The key is, offer as much flexibility as you can



Hybrid workplace

Although nine out of ten 
organizations don’t yet have a 
detailed vision in place for 
hybrid work, executives 
envision a hybrid model going 
forward

Only one in ten organizations 
have begun communicating and 
piloting that vision

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/what-executives-are-saying-about-the-future-of-
hybrid-work

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/what-executives-are-saying-about-the-future-of-hybrid-work


Equity, Inclusion, Diversity strategies
 Develop list of jobs descriptions that are amenable to 

hybrid work

 All employees across a job description would be candidates 
for remote work, then assess job performance; if low, 
telework may not be a good fit

 Be fair in assessing employees based on prior assessments 
and performance. To deny an employee the opportunity to 
be a hybrid worker must be carefully written and 
communicated

 Be open to employee feedback. Create an environment 
that is based on collaboration and information exchange

 Consult with your HR department on diversity policies



Flexibility - Microsoft
“At Microsoft, we are embracing 
flexibility as a principle to give our 
employees around the world greater 
choice in when, where, and how they 
work. Our flexible work policy gives 
employees the option to work from 
home up to 50 percent of the time (or 
more with manager approval), as well as 
flexibility in their work schedule and 
work location. It’s a big shift – and we’re 
leaning into our growth mindset culture 
and taking a ‘learn it all’ approach as we 
make hybrid work a reality at Microsoft.”

Microsoft - Hybrid Work: A Guide for Business Leaders



Sample Policy
Topics to include:
 Purpose
 Eligibility
 Location for remote work
 Schedules and hours
 Workspace
 Equipment and supplies
 Employee access and availability
 Security
 Liability
 Application process
 Income tax
 Evaluation

This free sample policy is available from 
Twin Cities Telework by Commuter Services: 

tctelework.com

https://www.tctelework.com/


Sample Agreement

Topics to include:
 Location for remote work
 Off-site/on-site work dates
 Typical assignments for telework
 Employee access and availability
 Home office ergonomics requirements
 Signatures
 Additional conditions

This free sample agreement is available from 
Twin Cities Telework by Commuter Services: 

tctelework.com

https://www.tctelework.com/


Managing a hybrid team

Be deliberate about 
setting synchronous 
vs asynchronous 
communications 
standards.

1

Provide examples of 
synchronous 
meetings

2

Provide example of 
asynchronous time

3

https://hive.com/blog/what-is-hybrid-team/

https://hive.com/blog/what-is-hybrid-team/


Synchronous and asynchronous
There will be a temptation to send out messages, schedule video calls, or arrange presentations at 
synchronous times immediately. You might expect that members of the remote team should answer 
your messages as quickly as someone in the office. But that probably won’t be the case. On their end, 
they might have problems accessing information or keeping up with meetings and conversations.

To prevent this, follow the basic rules of asynchronous communication:

https://hive.com/blog/what-is-hybrid-team/

 Constantly over-communicate with 
context

 Reduce the length of meetings and 
eliminate unnecessary ones

 Set agendas beforehand and ask for 
availability before scheduling anything

 Record meetings and document work
 Use specific outlets for communication

https://hive.com/blog/asynchronous-communication-remote-meeting/
https://hive.com/blog/what-is-hybrid-team/


Mentoring in a virtual environment
Remote work is here to stay, so managers and 
leaders need to master virtual mentorship. 
Commitment, trust, relationship quality, and mentor 
competence are the ingredients of developmental 
growth, all of which can be applied to virtual 
mentorship
To master virtual mentoring and build effective 
developmental relationships, managers and leaders 
need to sharpen four skills:

 Build trust
 Clarify the rules of engagement
 Be intentional when forming the relationship
 Balance authenticity with boundaries

https://hbr.org/2022/03/how-to-mentor-in-a-remote-workplace

https://hbr.org/2022/03/how-to-mentor-in-a-remote-workplace


Sample selection survey for managers



Sample employee self-assessment 
survey



Recruitment and Retention



Employee retention
According to Gartner, the pace of employee turnover is forecast to be 50–75% 
higher than companies have experienced previously, and the issue is compounded 
by it taking 18% longer to fill roles than pre-pandemic

Managers need help with three things:

 Shifting the focus of career conversations from promotion to progression and 
developing in different directions

 Creating a culture and structure that supports career experiments 

 Managers need to be rewarded not for retaining people on their teams but 
retaining people (and their potential) across the entire organization

https://hbr.org/2022/07/its-time-to-reimagine-employee-
retention?utm_campaign=hbr&utm_medium=social&utm_source=linkedin

https://hbr.org/2022/07/its-time-to-reimagine-employee-retention?utm_campaign=hbr&utm_medium=social&utm_source=linkedin


Why are employees leaving?
 Because they can. Leaving a job used to be anxiety 

inducing; it isn’t anymore. The cost of switching 
jobs has gone down significantly

 Because they are upset. Those who voluntarily left 
cited experiences with uncaring leaders, 
unsustainable expectations of work performance, 
and lack of career advancement as factors in their 
decision

 Because they are exhausted. McKinsey Quarterly 
research shows that poor mental health (burnout 
and stress), family-care demands, and reflections 
on purpose because of the COVID-19 pandemic 
played big roles in why some workers left their 
companies without another job in hand

McKinsey Quarterly, March 2022



Why are employees leaving?



Why are some employees returning?



What to do
Companies won’t be able to justify and sustain these moves for the long term, however. To start to 
repair relationships with employees, companies must take a different approach, focused on the 
following core principles

Pay to play: Revise compensation and benefits

Play to win: Make your workplace desirable. Compensation and benefits reviews are just the first 
step; companies must also invest in building desirable workplaces—listening to employees, 
anticipating and addressing their concerns, fostering psychological safety and a sense of community, 
and measuring outcomes



More tips for managers
Create a Sense of Purpose. Make the office a place where people want to be.  Collaborate, plan and 
brainstorm together.  Don’t use in office days for online meetings

Set Very Clear Expectations. Schedules, communication guidelines. Remote managers must be very 
clear about their expectations. This means providing regular feedback and coaching, as well as 
continually monitoring performance as you would in a face-to-face environment

Provide Autonomy. To effectively manage remote employees, it’s critical that you set your team 
members up for success. Provide clear expectations, train them on the tools and resources they can 
use, and then provide a framework for accomplishing their goals. After that, give them the autonomy 
to get the job done

Create Opportunities for Relationship Building. Relationship building is critical to successful remote 
team management. To build relationships effectively, you have to select the appropriate method of 
communication for each situation



Tips for onboarding
 Have a strong pre-boarding process in place

 Send a welcome email including the first day 
schedule, necessary documents, and company culture 
details

 Keep required information concise and relevant to the 
role

 Invest in necessary technology to make onboarding 
successful

 Involve relevant team members, provide introductions

 Explain company culture and uphold its importance

 Set clear expectations for tasks, upcoming projects, 
organizational values, team objectives, and individual 
goals



Training



Manager skills
Manager skills and competencies are evolving
Emotions and behaviors that optimize 
performance, health and happiness are critical

 Hope
 Gratitude
 Compassion

 Kindness
 Empathy
 Realistic optimism

 Patience

https://www-benefitspro-com.cdn.ampproject.org/c/s/www.benefitspro.com/2022/02/16/yoga-wont-cure-burnout/?amp=1

Increase resiliency and decrease burnout
•Positive emotions can enhance physical health, 
and our sense of connections to others

Increase trust
•Authentic, sincere, vulnerable

Innovation increases
•Psychological safety

Organization well-being

https://www-benefitspro-com.cdn.ampproject.org/c/s/www.benefitspro.com/2022/02/16/yoga-wont-cure-burnout/?amp=1


Teleworker training

The program and process Defining program parameters Getting organized Scheduling teleworking days

Planning a home 
office/ergonomics

Training family and others Employee engagement Safety

Technology connectivity Resolving concerns about 
teleworking



Telemanager training

The program and process The role of managers in having 
control of the program Assessment of jobs and individuals Teleworking being a management 

prerogative

Managing by objectives Determining frequency of use and 
scheduling

Determining communication 
needs Managing team dynamics

Technology issues Collaboration Resolving concerns about 
teleworking



Setting up for success

Topics to consider:
 A formal telework/flexible work policy
 Teleworker/hybrid worker application
 A pre-telework discussion
 Employee access and availability
 A memorialized telework/hybrid agreement
 Home office ergonomics requirements

This free resource is available from Twin Cities 
Telework by Commuter Services: 

tctelework.com

https://www.tctelework.com/


Setting up the home office 

Topics to consider:
 Visiting thrift shops or bargain websites

 Look for sales during peak times: back to 
school, the holidays, etc. 

 Repurpose everyday items to fill space and 
storage needs

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

https://www.tctelework.com/


Communication



Communication tools
Communication

Tools

Shared calendar

Zoom, Teams, etc.

Email, text, chat

Training on tech

Communication guidelines

Expectations and availability

Synchronous vs asynchronous

Clarity on camera/ready visibility

Meeting duration

Agendas



Teleworkers and communication 
 Accessibility
 Contact numbers
On-going communications 

within reason
 Electronic calendar
Work and meetings
 Personal non-available time
Work hours



Communication

Integrate your teleworkers in innovation exchanges 
such as brainstorming, virtual water cooler

Face time helps build relationships

Use the telephone when possible



Challenges and solutions

Challenges Solutions
Coworker resentment If an employee is not allowed to be a hybrid worker, 

make sure that it’s either based on the job being 
essential, or the employee not meeting performance 
criteria. Other solutions such as flextime, compressed 
work weeks might be feasible for some essential tasks. 
Make sure you have flexibility solutions for all 
employees. Use your commuter program to assist 
employees that are not eligible.

Purposeful presence Employees should have to be given opportunities for 
teamwork when in the office. It needs to be planned.



Challenges and solutions
Challenges Solutions

Having difficult conversations Communicate clearly and deal with issues as they 
arise. An employee should always know about their 
performance. If there are staff issues, involve 
participants in creating a solution.

Staff not reporting to the office Make sure that employees understand the need for 
accountability on presence. Make sure that 
attendance is documented. Talk to your employees 
and find out what is preventing them from coming 
into the office on required days.

Handling disengaged employees Have a practice of requiring camera-ready 
participation. Ask questions during meetings. Develop 
some fun activities based on team needs. Switch the 
environment to make engagement more enticing.



Handling communication or attendance challenges

Accurately document the problem

Talk to the employee about what might be causing the issue(s)

Have a written policy or guidelines on communication practices, for example, “respond to emails 
within x number of hours/minutes”

Develop a “meeting and communication etiquette” checklist

If the employee is not compliant, schedule an in-person meeting with them



Topics to consider:
 Set attainable goals and expectations

 Develop communication goals and universal 
procedures

 Be patient

 Delegate assignments among team members

 Extend trust

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

Ensuring manager success

https://www.tctelework.com/


Productivity



Setting employees up for success

 Setting realistic expectations
 Establishing milestones
 Communicating in person
 Documenting the process
 Reviewing and fine tuning
 Feedback loop for group and 

individual



Measuring productivity
How Productivity is Measured when Employees are Teleworking Percent

Responsiveness of employee (e.g., how quickly employee responds to e-mails, returns phone calls) 48%
Line manager/supervisor establishes specific goals/parameters with the employee 43%
On the honor system; there is no standard mechanism in place to manage/measure productivity for 
telecommuters 

37%

Our standard methods for measuring productivity are effective for both telecommuters and on-site 
employees 

36%

Employee records time worked on a timesheet or other logging system 34%

Employee reports progress against assigned tasks on a scheduled basis 26%

Organization is still working out how to manage/measure productivity for employees when they 
telecommute 

23%

Organization monitors employees via software (e.g., software that tracks and records computer behavior) 9%

Other 3%

SHRM Survey Findings: 2014 Workplace Flexibility—Overview of Flexible Work Arrangements

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/2014-workplace-flexibility-survey.aspx


Managing employees in a hybrid environment:
Telemanaging through goal-setting with teleworkers

Repeat Repeat for following week

Coach Coach employees

Review Review status by end of the week or periodically

Ask Ask for an email outlining the agreed upon goals and deliverables

Establish Establish timeframes

Define Define objectives and deliverables

Assist Assist employees in organizing work through scheduled meetings by phone or video to decide on scope of work for the week



Keeping a daily telework log 
helps to: 
 Identify priority projects and assess daily 

progress

 Keep communication open between teleworker 
and manager

 Provide peace of mind for managers

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

Daily telework log

https://www.tctelework.com/


Managing in a hybrid environment

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf

1%

15%

19%

30%

35%

0% 5% 10% 15% 20% 25% 30% 35% 40%

Other

Manager trainings to address best practices

More direction from leadership on norms and expectations

Understanding how to manage employees with different
working styles

Tools and technology for collaboration

What would help improve your management skills in a hybrid environment?

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf


Developing management skills 

Skill Percentage Male Female

Inclusive leadership 27% 31% 22%

Being a clear 
communicator

26% 26% 27%

Leading with empathy 25% 24% 26%

Understanding of 
diversity, inclusion, and 

belonging issues
22% 18% 24%

What skills are most important to you to develop as a manager?

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf


Managing effectively

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf

44% of managers surveyed believe they have the right 
tools to be an effective in a hybrid environment, but 31% remain uncertain

23% of flex workers described management of remote 
employees as the biggest challenge of working with a hybrid team

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf


Culture and employee engagement



Sustaining company culture in a hybrid work model

One of the most important 
elements of effective leadership is 
when leaders are perceived as 
present and accessible

Closely related to visibility and 
accessibility is the need for plenty 
of open communication and 
transparency

https://www.forbes.com/sites/tracybrower/2021/02/07/how-to-sustain-company-culture-in-a-hybrid-work-model/?sh=309f31910091

https://www.forbes.com/sites/tracybrower/2020/08/09/how-to-close-the-distance-on-remote-work-the-most-important-leadership-skill
https://www.forbes.com/sites/tracybrower/2021/02/07/how-to-sustain-company-culture-in-a-hybrid-work-model/?sh=309f31910091


Sustaining company culture in a hybrid work model

Leaders can build strong cultures by creating 
places where people want to be

This means influencing offices that help people 
work better through spaces to collaborate, 
focus, learn, socialize and rejuvenate



Hybrid workplace across three key areas

Culture 
• Prioritize culture to enable hybrid work
• Empower managers to lead the shift
• Rebuild social capital in hybrid work
• Help people learn and make an impact in the flow of work
• Focus on culture to attract and retain talent
• Combat digital exhaustion from the top

Space
• Design for the people not in the room 
• Transform your physical spaces with intelligent, cloud-powered services. Prepare for the metaverse

Technology
• Use trusted collaborative tools

Microsoft - Hybrid Work: A Guide for Business Leaders



Social capital: Who you know
Social capital has to do with the resources and opportunities you have access to 
because of who you know.

New team members may not feel included or may lack the connections that senior 
team members have.



Rally teams around impact

“To be effective leaders 
today, we need to embrace 
intentionality and the 
willingness to learn an 
entirely new set of skills, 
including the ability to 
prioritize and rally our 
teams around impact, 
rather than activity.”

Jared Spataro CVP
Modern Work at Microsoft



Culture

12%

14%

26%

28%

30%

0% 5% 10% 15% 20% 25% 30% 35%

Other

Diversity, inclusion and belonging focus

Management training

Communication and collaboration tools

Engagement and team-building events

Where would you like to see your company invest to foster a strong 
culture?

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf


Creating connections

Foster team relationships: 
 Provide opportunities for collaboration

 Host fun virtual events like coffee breaks, team 
building events or word challenges

 Conduct virtual polls

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

https://www.tctelework.com/


Addressing FOMO

Avoid the Fear of Missing Out: 
 Open lines of communication

 Encourage growth and training opportunities

 Offer rewards or recognition for employees 
both on-site and in the home office

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

https://www.tctelework.com/


Burnout



Employee burnout
Burnout has become its own epidemic and is now recognized by the World Health Organization as 
an official disease. Weary and anxious workers are resigning from their jobs in record numbers 
around the world. In the US alone, 20 million people quit their jobs between April and August 2021, 
according to the Bureau of Labor Statistics.

“Quiet quitting” is a way for employees to cope with burnout, but it is not a productive strategy.

https://www.pwc.com/gx/en/issues/workforce/future-of-work-and-skills.html?icid=?fy22-fows-press-release

https://www.pwc.com/gx/en/issues/workforce/future-of-work-and-skills.html?icid=?fy22-fows-press-release


Employee burnout
Burnout is not an individual issue. It’s an organizational issue needing organizational interventions. 
Efforts to strengthen relationships and build interconnectedness within the workplace can help 
enhance resiliency, which can reduce the potential for burnout; but understanding and acting on 
the root causes is necessary for real impact.

Six main causes of burnout
 Unsustainable workload

 Perceived lack of control/autonomy
 Insufficient recognition and/or rewards for effort

 Community/relationships

 Lack of fairness or perceived injustice
 Mismatched values and skills

https://www-benefitspro-com.cdn.ampproject.org/c/s/www.benefitspro.com/2022/02/16/yoga-wont-
cure-burnout/?amp=1

https://www-benefitspro-com.cdn.ampproject.org/c/s/www.benefitspro.com/2022/02/16/yoga-wont-cure-burnout/?amp=1


Burnout

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf

Action Percentage Male Female

Allow for flexible 
time off

58% 56% 60%

Provide mental 
health resources

31% 31% 31%

Share clarity 
around hybrid work 
policy

28% 29% 27%

Invest in manager 
trainings

19% 21% 18%

What actions would you like to see your employer take to help alleviate stress and 
reduce burnout? 

https://www.hubspot.com/hubfs/HubSpot%202022%20Hybrid%20Work%20Report_FINAL.pdf


Combat digital exhaustion
 Reduce the risk of burnout
 Encourage quiet time. Promote employee wellbeing and help 

employees develop more sustainable work practices and habits
 Encourage people to take breaks. Research shows that taking even 

short breaks between meetings can have a big impact
 Avoid unnecessary meetings. Reduce meeting overload by 

collaborating asynchronously 

Microsoft - Hybrid Work: A Guide for Business Leaders



Burnout
To combat stress and burnout, employers are 
increasingly offering benefits like virtual mental 
health support, spontaneous days or even 
weeks off, meeting-free days, and flexible work 
scheduling

Despite these efforts and the increasing number 
of employees buying into the importance of 
wellness, the effort is lost if you don’t actually 
recover. So, if you feel like you’re burning out, 
what works when it comes to recovering from 
stress? The authors discuss the “recovery 
paradox” — that when our bodies and 
minds need to recover and reset the most, we’re 
the least likely and able to do something about 
it — and present five research-backed strategies 
for recovering from stress at work

https://hbr.org/2022/07/how-to-recover-from-work-stress-according-to-science?utm_campaign=hbr&utm_medium=social&utm_source=linkedin

https://hbr.org/2022/07/how-to-recover-from-work-stress-according-to-science?utm_campaign=hbr&utm_medium=social&utm_source=linkedin


Employee burnout
Understanding stress recovery
Recovery is the process of restoring symptoms of work stress (anxiety, exhaustion, and elevated levels of the stress 
hormone cortisol) back to pre-stressor levels. It is referred to as a skill, because knowing how and when you can best 
recover from stress requires both knowledge (of what works for you) and practice (actually doing it)

 Detach psychologically from work

 Harness the power of micro-breaks during the workday

 Use your vacation time

 Prioritize high-effort recovery activities

 Shape your environment for optimal recovery

https://hbr.org/2022/07/how-to-recover-from-work-stress-according-to-science?utm_campaign=hbr&utm_medium=social&utm_source=linkedin

https://www.annualreviews.org/doi/pdf/10.1146/annurev-orgpsych-012420-091355
https://hbr.org/2022/07/how-to-recover-from-work-stress-according-to-science?utm_campaign=hbr&utm_medium=social&utm_source=linkedin


Mental health 
recommendations

Tips for mental health:
 Treat at-home workdays like on-site workdays: 

get up, get ready

 Take breaks, eat lunch away from the computer

 Live a healthy lifestyle including diet and 
regular exercise

This free resource is available from Twin Cities 
Telework by Commuter Services: tctelework.com

https://www.tctelework.com/


Workspace



Space/purposeful presence
As employees prioritize and embrace flexibility, 38 percent of hybrid 
employees say their biggest challenge is knowing when and why to 
come into the office

Leaders need to rethink the role of the office space and adopt a degree 
of intentionality around the who, where and why of in-person 
gatherings

New cultural norms should be developed to help ensure the office is 
additive to the employee experience—helping all employees feel 
connected, engaged and able to innovate and do their best work

Microsoft - Hybrid Work: A Guide for Business Leaders



Evaluation



Evaluation

Focus groups Interviews Surveys



Future of workplace strategies

 On going recruitment and retention issues
 The pendulum settling either in 3- or 2-days work in the office
 The acceptance that the new era will have to be flexible
 Employers with rigid rules may be surprised
 Changes in home office design
 The flexibility of hours of work becoming more advanced
 A 32-hour work week becoming more prevalent



And then, the commute



Hybrid and the commute in the Twin Cities 

9%

23%

52%

16%

10%

27%

52%

11%

10%

21%

52%

17%

7%

21%

52%

20%

0 10 20 30 40 50 60

Unsure

Permanent on-site

Hybrid arrangement

Permanent telework

Expected long-term work arrangements

May-22 Dec-21 Jul-21 Average



Help your employees with their commute
 Transit Passes – Metropass

 Preferential Carpool / Vanpool Parking

 Bicycle parking indoors or secure area out of the elements outdoors

 Bike loaner programs

 Promote Try It campaigns and internal company challenges

 Communicate with employees via commuter e-fairs, newsletter, e-blasts, new 
hire packets and intranet. Commuter Services can help!



Questions



Contact us

Kate Meredith
kate@494corridor.org
952-405-9425 (office)

612-750-4494 (cell)

Melissa Madison
melissa@494corridor.org

952-405-9425 (office)
612-749-4494 (cell)

mailto:kate@494corridor.org
mailto:melissa@494corridor.org


Thank you for attending!
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