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Keep short
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2 parts – eyes of the employee and engaging the employee

5



6



7



8



9



10



11



12



13



14



Their preferences, where they’re at
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Imagine your organization is a ship flying through space on a mission

It experiences any number of situations that impact direction, 
goals and the complement of people who are on the journey 
that work hard to make it all happen

As you’ve heard many times perhaps, 
“We’re building it and flying it at the same time” 
so you need to be agile –
you can’t see too far into the future but you need to be ready to deal with anything

It’s complex – times are challenging and new factors are impacting you and your 
people continuously



You need their commitment, 
their energy 
and productivity, 
their belief in the organization 
and you all need to fire on all engines – all of the time



Your ship has just passed through the COVID asteroid belt for the last 25 months

As a result, you had to teleport most people off the ship for safety

With things improving, you are considering calling everyone back

Times have changed – 25 months is a long time



Your people have adapted, 
they have new freedoms, 
new routines and preferences

While likely more productive than two years ago, 
they have learned 
and for them a lot of benefits have been realized

The spaceship itself has new systems that enable remote piloting and operations



Meet Keri

Keri is 37 years old and is a divisional director of digital services

She has a good track record of performance, 
she’s committed and works with other directors, managers and employees well

She has always been optimistic, 
naturally curious 
and is seen as someone who has a lot of potential with the organization

She has adapted and increased her ability to work remotely

Keri is a digital native and technology has enabled her to excel

Her energy comes more from within and she is less in need of everyday in-person 
people connections to motivate her or do well in her role

She has just been called back to the ship three days a week and she’s apprehensive -
bordering on angry



The online work world that Keri has created is great, and is working

She works longer hours than when she was on the ship, 
but she saves about 10 hours per week on teleportation 
With Trans-Ion prices as they are, it’s a huge cost savings 
With inflation, risinfg interest rates and everything in general, 
money doesn’t go as far as it once did

Flexibility has been realized and Keri is thinking – a lot

“Why do I need to fall in line with new work guidelines when I can be just as effective 
remotely?”

“I’ve returned to the ship and now I sit in my chair and work 3 days a week – I’m 
spending money needlessly and I now have additional work stresses”

“There are people who came back 5 days a week. Will they get more opportunities 
for advancement them me?

“I don’t get this organization and they don’t care or understand me”

“Time to consider other options – life is short”

Houston, I think we have a problem
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We are squarely not returning to any previous normal

Canadians’ eyes are wide open

More than 70 percent of Canadian positions can be done remotely

Issues of employee retention, well being, DEIB, and impact on ESG are in focus

How do you create the best operating and performance environment to move 
forward?

How do you take all of the external research, facts and information out there and 
make sense of it and in a way that is appropriate for your organization?

21



Let’s consider some big numbers from the past 
year
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An Ivanti survey found that nearly 9 out of 10 (87%) survey respondents 
do not want to work from the office full-time. 

Nearly half would be happy to never step foot in an office again, 
while 42% indicated that they prefer a hybrid model that splits time between 
home and office. 

One shocking stat is that 71% stated 
that they would choose to be able to work from anywhere 
over a job promotion or compensation increase.
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They have a sense of control and trust in what they bring to the table in things like 
performance





Let’s consider some big numbers
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This is all good to know and there are trends that reflect directly on your situation 
and challenges

Problem, all of these are facts and trends that are out there for anyone to see. A 
questioning employee group will find them on their own – they are empowered to 
rationalize what they feel is best for them

In the end, there is a chasm between where the organization feels it needs to be, 
based on any number of assumptions, against the attitudes and sentiment of 
employees also based on assumptions.

At the centre is an opportunity to come together to mutually discover and 
understand why your organization and its connection with people needs a rethink in 
order to meet its objectives and performance targets 



London school of business quote
“In my 30 years at London Business School, I’ve never seen such an astounding 
opportunity to reimagine work,” - Lynda Gratton - professor of management 
practice at London Business School

This is where data and analytics paint compelling pictures for both you and your 
employees

This is not the time to hope that everything will return to normal

That normal is gone and maybe for the better

What can be learned from the last 25 months?

It’s a time to plan, rethink and in big and not so big ways, plan for the benefit of 
everyone in the organization
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You can’t change people with facts and information alone

You should listen to and understand them, what drives or holds them back, what their 
concerns may be

It’s an emotional topic and data can help reveal insights about 
that can help you to engage employees in new ways

Data helps us understand what they will do for organization and what they won’t or 
can’t do

It’s not about changing people…they’ve already done that for themselves

It’s time to understand a new set of dynamics and what the impacts are - positive, 
neutral and negative 
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We need to listen to employees to discovery keys that can unlock the future

33



What if you were connected to your employees in a different way?

What if you could measure change based on factors that your people feel are 
important to do their work well while at the same time understanding the individual 
and cumulative benefits or issues with planned changes going on?

What if there was a magic algorithm that brought everything together that would 
provide insights and deltas between your workforce now and in the future? 
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This is the domain of data, insights and making more informed decisions

Back to Keri

We only know Keri really by performance reviews and 
anecdotal information from supervisors and co-workers

We don’t know how her attitude and outlook has shifted due to COVID

We really don’t know much about her workstyle preferences and 
how she connects best with others as a high performing employee

We don’t know her life circumstances that may impact her job satisfaction and 
performance

We don’t know how the organization impacts her monthly bottom line

We definitely don’t have insights into why she may be considering leaving the 
organization



It’s very grey and when multiplied across hundreds and perhaps thousands of 
employees you are at best flying a bit blind 

Data and insights can go a long way to understanding and planning that can help 
retain and align your people
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Let’s look at 4 factors related to flexible work and people 
that can help augment traditional employee surveys and yield new insights about 
why your people feel connected/disconnected

First, for many employees, the cheque is only a part of why they love working for 
your organization. 

The money is a driver. 

But it’s combined with the joy of work, their passion, what they receive 
as an exchange with others that define the opportunity and their satisfaction with 
work. 

Understanding their beliefs about the organization is important. 

The Why of the organization and the things that support it become the 
building blocks of belief creation, alignment and self-generating energy. 
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If your people don’t understand why the company is doing what it’s doing, 

why they’re not included in decisions that affect them and 

why a return to work policy doesn’t align with them,

It can cause alienation and concern. 
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Employee Retenntion
It’s not just about money anymore but psychological needs, purpose, social 
needs and sense of belonging. 

38% of hybrid employees say their biggest challenge is knowing when and why to 
come into the office, yet only 28% of leaders have created team agreements to 
define these new norms.
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Employee Wellbeing

Stress, pressure to align, mental and physical wellbeing 
are weighing heavily on employees. 

Managers are especially caught between upper
management and employees.

How do you measure this?

“Employees report that returning to on-site work has impacted their mental health. 
The return to a post-pandemic new normal is not a simple overnight switch from 
remote to on-site activity; many organizations are planning enduring changes to 
operating models and adaptable, resilient mindsets to ensure that all of their 
employees are able to work in inclusive environments that support their best work.” 
Return to work in a psychologically safer office | McKinsey

“33% of Canadian employees said that being offered flexibility is the most important 

https://www.mckinsey.com/industries/healthcare-systems-and-services/our-insights/returning-to-work-keys-to-a-psychologically-safer-workplace


action from their employers to support their mental health.” 
https://www.hcamag.com/ca/news/general/how-to-support-mental-health-in-a-post-
pandemic-canada/397223
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Diversity, Equity,
Inclusion & Belonging

Each has direct linkages to wellbeing 
in the new workplace. 

A more dynamic work environment will require better data, insights 
and approaches to deliver on corporate objectives.

How do you measure this?

Remote work can increase the inclusivity of workplaces by removing geographical 
barriers to employment and creating more career opportunities for those who 
otherwise feel excluded.
https://medium.com/@ConsultXperts/remote-work-promoting-diversity-and-
inclusion-in-the-workplace-5b08ba7551aa

According to McKinsey, companies that are gender diverse have a 15% higher chance 

https://medium.com/@ConsultXperts/remote-work-promoting-diversity-and-inclusion-in-the-workplace-5b08ba7551aa


of gaining better profitability, and ethnically diverse organizations experience a 35% 
improvement in performance when compared to their non-diverse counterparts.
https://medium.com/@ConsultXperts/remote-work-promoting-diversity-and-
inclusion-in-the-workplace-5b08ba7551aa

Diversity, equity, and inclusion (DEI), is important to workers. 72% of employees say 
that DEI is somewhat to very important to them, and the number is even higher for 
Gen Z workers (86%) and Black workers (87%).
https://hrdailyadvisor.blr.com/2022/03/18/two-years-into-covid/
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Environment, Sustainability
And Governance

Corporate ESG commitments should come together with employee ESG 
measured savings. 



How do you measure this?
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Once we understand what is possible, how do you have the right conversations with 
the c-suite?

Here are some points:

Help the C-suite see the value of flexible, remote workforce planning through data 
and analytics. 

Begin by learning about how your leadership views flexible and remote work. Then 
demonstrate the potential business value (i.e., Retention, etc.) through your data and 
analytics.

Manage up with a solid business case to instill confidence, so the C-suite quickly buys 
into what you are doing and why.

No one has it this right.  
Create a quarterly report for leadership.  
Provide them with measurable information and insights about 
your organization through the “voice of the employee” along with 
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what’s going on with your peers in the industry.  

When presenting data, focus on the “why” and tie it back to larger people strategy 
and its objectives.  
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Start by exploring the employee experience from several dimensions. 

The work they do. 

Who they are as individuals. 

The the workplace itself. 

The work, the worker and the workplace are three connected elements that should 
be understood both by the organization but also by the employee. 

There are many insights to be gained.
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Before planning begins you should ask questions that can help lay the groundwork for 
your strategy. 

Here are six aspects that data and insights can paint a compelling picture.
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Consider how you will create job satisfaction, employee engagement and productivity 

Model employee workstyle preferences by considering what can make their 
workplace experience better.

Work profiles predict where employees see themselves as most engaged to perform 
their jobs productively by looking at their work and work preferences. 

Data can help us understand workstyle considerations that involve the preferences of 
employees, their suitability for the work, the suitability of the job and the suitability 
of the work environment.

Here’s a sample of the details of the work profiles:

Flexible Hybrid Performer
Flexible Hybrid performer prefers
flexibility to start and finish work the
workday. Will work remote if needed.
This role is 1-3 days a week in the
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office or at home. This arrangement
is for someone who can perform their
work in various locations, e.g. either
in the office, a coffee shop, a
collaboration centre or at home. This
role is likely in the office only for
meetings.

Office Performer
The Office Performer prefers
a set schedule during business hours and
working in the office. The Office
Performer may also have resources,
equipment in the office that make it
necessary to be there all the time.
This role is 80- 100% in the office,
likely essential. Potential to work 1
day from home on occasion.
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Asking a set of questions enables you to gain insights that can help you make more 
informed decisions. 

With our WorkFit product, we begin by gathering information 
• employee’s commuting experience
• the types of technology, space and furniture they have in their home office to 

support productivity
along with the 28 standard questions that feed our work profile algorithms. 

We also provide the opportunity to add custom questions to gather data and insights 
based on your specific to your needs.

The data generated flows through our algorithms to generate the reports and insights 
required to help you more easily capture an employee’s share of voice 
to better inform planning and decision making.
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And it isn’t a one and done exercise.

As we’ve illustrated, time changes and employee 
attitudes, needs, circumstances and any number 
of influencers happen. 

Things will change. 

By working with your people on an ongoing basis, 
new data can support new insights. 

Over time, data can paint a picture of change and the deltas 
that emerge can lead to new understanding that can 
help shape better work experiences for both employees 
and the organization.

This is an example of the individual employee report 
generated based on the data provided as part of their
assessment survey. In asking the employee to 
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contribute their thinking we automatically generate 
a response. 

Instead of a simple thank you for participating we give 
them a sense of how they fit and how as an employee 
they have a part in the overall experience they are 
creating and sharing with others.
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