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Polling is closed 57 voted

1. Does your current organization have clearly stated cultural 1. Do you believe your organization lives by its articulated A R o
P o lues? 1. Have you experienced a “toxic” work culture at any point in

values or principles? values? )

your life?
Yes (44) 68% Yes (33) 56% ~

Yes (33) 93%
No (8)12% No (12) 20% -
— — No 4) 7%

—
Mot Sure (13) 20% Mot Sure (14) 24%

—— Not Sure (0) 0%
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Sharing Poll Results

Polling 5: Shaping Culture in the Hybrid !

36 voted Polling is closed 59 voted
_— " . . e a 1. Do you think your organization is prepared for a hybrid
1. Does your organization actively invest in building culture? 1. Has your workplace culture shifted from before the pandemic (remote and in-office) work culture in the future?
to now?
e (32 68% Yes (25) 47%
Yes 59%
No 6 11% Mo (12) 25%
F— Mo (16) 27% —
I
Mot Sure (12) 21% Mot Sure (15) 282
[— Not Sure (8) 14% —
I
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representations

narratives and symbols

workflows
processes and practices

structures

governance and influence

people not feeling

equity; different Y 4
valued; no room ways to break down
for growth larger groups

maintaining tigh proactive approach f.or
hold and oversight: outreach, mentorship
X communicating N " gnt both up and down;
. disabling autonomy
maximum
autonomy

lack of awareness of .
human connection;
inclusivity lack of communication

norms

not communicating
boundaries /
expectations

sending a brand
artifact in the mail
to connect; tangible

forced to be
performing all

HYBRID WORK
CULTURE

ative friction” no

collaboration; tools and tech
not supportive of pro

continuously finding new ways to.
work and ensure sharing new ways
of working across groups and org as
whole;
synchranous/asynchronous work

across roles

dehumanizing the
work experience;

meeting etiquettes
leaving people out

HUMANIZE the work
experience; ritual policy - end
every meeting on a positive
note, high 5's gamifying

recognizing people for
everything they bring; shorter
feedback loops; physical
thank you (like thank you
note)

"green dot world" at all

times; disconnected

flexible work schedules; work
sharing/part time; integrating
time for social bonding;
WORK/LIFE BALANCE

on videos all day long,
dominance over those

tools that make digital and physical
Spaces feel close and also balanced,
in control, informal connections;

that are remote, same
tools as previously used

asynchranous work; virtual break

rooms

misalignment of technology; time ESEEERIES
celebrating the joy of
missing out, promoting
taking PTO

resources

platforms and capital

feedback

VULNERABILITY; support
for mental health;
recognizing employees

achievements

performance evaluation is
considered for all individual
needs - recognizing individuals
CONTEXT; celebrating work and
WHOLE human

lack of clarity of targets

within a team, how
performance is
evaluated

behaviors and rituals

regulators

targets and performance



communicating

REPRESENTATIONS
e maximum ability to
. . . . flexibility and i
wellathome — cormunications, brand expression, narratives, symbols, aum;gmy hire
outside
their region
What d 311 company-wide email
1A demands visible email
ORGANIZATION e B ik of person vanirg e
- TS iR flexibility- Flexible clear protocol Ofﬂe:e'_’:n;;kr;e
. ; {1 i around sharin, :
~{ ¥ O~ near end of acceptance of wanting to get Brand & mmpanyg , W‘:h opt-in
) - d personal people back to Use safety/health/wellbe o
e P 2% situations office- demand enzi::;nd t mg/dwmkp‘a(e monitoring
- emen lesign
% 7 W o technology
L & |
L 1 1 /
not being able to leadership email
disrespecting collaborate with S‘Ef':_ture says ask for
N team- someone in supervisor something positive . : .
bourqdar:es " the group having constant hardship sends about being hybrid permission- getting to l;reaks in
and being "on bneliaet discussion/ cvera el cell phones know each etween
all the time hard times. sadness i.e during Y headset L ther + meetings- 45
pandemic phone numbers e Having are critical other R TS
: ' to clients monitoring fun with having fun!
your stress team
. levels
ability to design
your life- spend
i time where you
meetings
. all weekend sk i ok scheduledg'ust . S want and be
What =5 96 on slack! so meeti J restricted ability improved mplete y—
many X Ings based on your to broadcast comfort with autonomy and
INDIVIDUAL o L online-no calendar- no your company being on ability to
notifications BreEle time for transit and what they screen/backgr schedule your freedom to
¢ are up to? ound day live where opporFunities
camera/being you want not tied to
. . on screen all just where
. ny company have - i
bad wifi Taced an Eeugwith the time B you live
. - securing their rigid/scheduled Having all
connection! confidential data or protocol of how the gear/
information because D VA supplies "
T e HYERID WORK Lelho e HYBRID WORK
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REPRESENTATIONS

communications, brand expression, narratives, symbols, arti

Company constantly
saying "we are all going
back 100%"

(SO NOT TRUE)

company-wide email
demands visible
presenteeism on Skype

trying to mimic
the other (it's not
the same)

virtual trying
to be reality

wannabe

3-hour work
party to boost
engagement

cumbersome

"fun"

push for "fun" top
down (creates a

burden)
When you can't . static
be on video and FORCED! ) Requiired | )
everyone else is! video ALL day! Worklng

Onboarding the
Newbies (a la
Warby Parker)

make
opportunity for
all to participate!

leadership email
signature says
something positive
about being hybrid

celebrations

|

MASCOT
and award
($ for being
exceptional)

Communication from
leadership that
HYBRID IS WORKING!

saying "KUDOS"
despite all odds!

care

holistic

experiences packages!

DI ER Cheesy, but big
hours" 1x week
N morale boost!
"Giving back" truIy is
events - builds .
IR collaborative

GREATER VOICE aking into
OF account personal
preference!

EMPOWERMENT

gifting via mail -
something tangible
feels nice!

ARTIFACTS (of

your choice) but g/
not clutter.

Do events
DURING work
hours!

a fluid day

thrown into this
(without daycare etc.)
life still goes on!

long days - but you can

performative work TS fs T o Crocheting while movement do things that are
. . ¢ ; : h f
[[g[S[e[SIId[SSl PERFORMATIVE (seeing yourself all e . working = a fthe d more productive Zve:jfye”yf)yufoz:’n“’
day long!) ’ great thing! of the day for indibiduals schedule
HYBRID WORK HYBRID WORK

DYSTOPIA

UTOPIA
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ORGANIZATION ¢

STRUCTURES

governance, leadership, influence, hierarchies, organizational charts

those in remote roles
have no leadership
opportunities or ability

to influence
All comms
being
emails
Missing  expectations
around being
ad-hoc  “aiabie al
convos the time

Relying on others to
delegate -requires a
otof
communication that
can be challenging
remote

one person's
actions
determining
culture &
expectations

im going to
build this
system and
you are all
going to use it

Thinking
about the
bigger
picture

Transparent i Bein,
who gets to go system of comms tliming 2
into the office? ~everyone knows input before respectful
Who has to go wMS . arriving at of health
responsible for N
into the office? P"Wm solutions concerns
|
Right now Knowing how B
GBI to use tools want to come in
Gl it more to build
the expectation 2 when you s ey v
years from now? have options e
Havingsetcriteria  Understanding  Scheduling creating More small
& expectations & a8 cating breakouts to
clearly. equity with get to know
e contributions - informal 8 peaple
e aremeasured  togethertime  time zones vitoally
Enabling Having all
Communicating  individuals on More
virtual #700M  morenowthan  zoom, rather empathy in
X previously than in room e
drive-bys together

transferring to a Ui

remote position and of the
working with the same unwritten
team rules
Managing
Insecurity

HYERID WORK

DYSTOPIA

HYBRID WORK

UTOPIA




What does an
ORGANIZATION do?

What does a
TEAM dc?

What does an
INDIVIDUAL Jo?

e
O

those in remote roles
have no leadership

opportunities or ability

to influence

stalled
career

limited
growth
opportunities

STRUCTURES

governance, leadership, influence, hierarchies, organizational charts

company
oversight -

replicate
the past

social
disconnection

quick switch
to fully
virtual world

unprepared

for the fully
virtual

environment

|

hybrid
environment
warrants
hybrid
expectations

physical
scale of
virtual
presence

. building

people have
adopted it to
survive

scale of physical -
virtual presence

to maintain equity
in engagement
opportunity

. EVOIVEd
mentorship

- focused
partnerships

colleagues are more
active in online

meetings now that

everyone is remote

parity of team

engagement
through

technology

platfom.

proactive

individual
outreach and

network

transferring to a
remote position and
working with the same

team

use slack to
keep active
conversation,
other tools

HYBRID WORK

DYSTOPIA

HYBRID WORK

UTOPIA
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ORGANIZATION dor

NORMS

behaviors, interpersonal interactions, events, rituals

If everything is in place
to support theremote

culture, how do we ever
flip back?!!

A\

There s no free and clear
communication from
leadership when the

organization is working in a

hybrid world.

during video
conferencing, remote
colleagues never get a
chance to speak

the opportunities for
being open and

vulnerable are missed

in the dystopian world

Fear and uncertainty in
teams and individuals are
heightened when the leaders
are not effectively
communicating

Lack of clear roles and
responsibilities. (not
sure who's doing this...
but!)

can't pick up on body

language and personal

discomforts when we
are all apart

employees are forced to go in

the office and treating those

who have commitments who
can bein e in the office.

Assumptions are made about
roles and there are
communication breakdowns
between team memebrs

there is no willingness
to create interpersonal
connections.

no value is given to
personal time, space
and mental health.

leadership doesn't organize
and support social events
that include employees that
are not in the office.

team members dont
support new members
and are not available.

all townhall celebrations
are broadcast to all
employees, regardless of
their location

Employees are onboarded
successfully, while being
mentored by leadership
and guided by "buddies”

Efecove entaring and

developing the comection

between new employees,
Teaders and colesgues

Team members are
always available online
for new hires to ask
questions

How do we create
connections between
colleagues if we dont all
work in the same place?

individuals try to make

connections with team

members and be open
and vulnerable.

encourages

openmecs

vulierability and

It's all about the
HUMAN
EXPERIENCE!

HR & Leadership actively
create opportunities for
employees to engage, learn
and socialize with one
another.

roles and
responsibilities are
clear between team

members

Sharing personal and human
moments with colleagues
and friends allows
connection on the human
level

Recognition
platform for

Emplovees Support for

mental health
Leadership supports
and accommodates
work-life balance while
being remote

assumptions are
checked with
colleagues and issues
are resolved easily.

Recognizing and addressing
achievements and
accomplishments of your
colleagues creates a stronger
interpersonal connection

Bringing the
willingness to show up,
share and intentionally

HYEBRID WORK

DYSTOPIA

HYBRID WORK

UTOPIA




ORGANIZATION

TEAM

INDIVIDUAL

THEMES

DE-HUMANIZING
THE WORK

EXPERIENCE

NORMS

behaviors, interpersonal interactions, events, rituals

no accounting for time

zone differences,
- making people feel left
out

Team mental
health

Judging people for
not having a perfectly
undistracted meeting

Meeting
Norms

meetings
consistently run
over

unregulated and non-
facilitated sharing of
heavy and negative
emotions

Relationships

hiding all emotion and

personal distractions

from the team for fear
of being judged

Negative
comments
during meetings

WFH
Experience

No employee
stipend

Meeting
norms

there is no conversation
about how we work
together and why these
are important

distractions
during meetings

during video
conferencing, remote Lack of
colleagues never get a Empathy

chance to speak

-~

Teams don't
checkin
regularly

all townhall celebrations
are broadcast to all
employees, regardless of
their location

hosting community-building
activities that are open and
possible for folks n all places.
and time zones

Vulnerability

open culture of sharing
stories and struggles

with a focus on positivity
and accomodation

Virtual happy
hours, game Holiday swap - a fun
;. way to understand and
TZis share in each otuehr's
cultures
Building

Relationships W

check-in ritual to
make sure people
feel supported

be flexible and
understanding of
issues that pop up for
others

get to know
each other!

HYBRID V'

ORK

DYSTOPIA

set norms - decide
together what is important
for what context around
meetings and visibilty

HUMANIZING
THE WORK

EXPERIENCE

Meeting
Policy
Policy: End every

meeting on a
positive note!

end on the "fives” -
build in time to give
people time to take
care of themselves

build

Being

present

BE HERE NOW!
Camera on!

Ready at home
and in the office!

Company provides
what the employee
needs to feel
comfortable on camera

Optimize at
home offices

Creative
moments in the
hybrid world

relationships

telling stories
through tech
(i.e.backgrounds!)

seeing hom
offices humaniz
the experience

understanding
the nuances of
the hybrid world




What does an
ORGANIZATION do?

What does a
TEAM do?

What doss an
INDIVIDUAL do?

O,

Relationships
between Leadership
and their teams

REGULATORS

metrics, targets, performance evaluation, incentives, rewards and recognition

performance evaluated incentives to

ot connect and
on visible build
presenteeism in-office community that
0|'||y are INCLUSIVE
focus on
measured
outcomes
lack of leadership  ranagersieader
of team takes
to employee credit for
engagement teamwork
manager/leader
of team takes
credit for
teamwork

goals feel
imposed
Lack.of Work-Oriented,
Wellbeing / all the time
Flexibility

il i i of . li &

ncentves | wievsl cense ofbelonging/ | SS,
f recognition inclusivity, especially nuanced

and build that are for remote needs of

community inclusive employees

focus on formal +

purpose informal rewards

+ mission

team leader rewards

colleagues for collaboration

between remoteand inoffice
colleagues

peer to peer
recognition (i.e. slack
channels, digital)

individualization
of performance
evaluation

and recognition

transparency of
communication
regular check ins with

managers)
team co-
creation of sharing with managers
performance about personal
metrics limitations and needs
control Scrkinely i)
T individuals to
understand how goals
outcomes

are achieved

Recognition of
the Whole
Person

documentation
towards goals
and progress

intentional

connections

+ equitable
presence

HYBRID WORK

DYSTOPIA

HYBRID WORK

UTOPIA




performance evaluated
on visible
presenteeism in-office
only

A regulated approach
requiring hierarchical
approval

Not knowing how

you are going to be
evaluated/ graded

Not having the
time to converse

Grades are
subjective

REGULATORS

Rules (implicit and
explicit), Strategy
(everyone being asked to
drive in the same direction

metrics, targets, performance evaluation, incentives, rewards and recognition

"The green
dot" in Slack

Monetary/KPI
Goals

Celebration is not
shared to the larger
group (you don't have
control)

Which
communication
platform? TOO MANY

y

Delayed feedback
from time of

submission

All about the
GREEN

BUBBLE(S)

Task-base (click to
submit) trackers
minimize the creative
effort/intent behind

channel
overload

One-directional -
always asking for
feedback

Not having the right
feedback or confidence

to move forward

Broadcast of
promotion to a smaller
group (Who to
include?)

team leader rewards

colleagues for collaboration

between remote and in-office
colleagues

Reduced barriers in
communication > you
can reach out to
anyone

development
coaching/
feedback

physicality of
thanking people
via notes

Informal working
environments > Food
for everyone as you
casually work late
Effort is recognized
beyond a metric -
"Productively

Digital ways to show
gratitude that carry the

Drones dropping

same gravitas as

g=licenty physical gestures ank yOUS/$ el
your house
effort AND stagegates
’ ; 5e8 Control over
experience is focused on the mmunication
communicated outcome communicatio

Measured by the Recognition
value of the
contribution by RESE

shorter feedback
loops - allowing
iteration
Personalized
recognition >

Autonomy and
confidence to

"You are valued" proceed
\» comfort to
GIVE thanks Thankyou cards
in the mail

HYBRID

VORK

DYSTOPIA

HYBRID

UTOPI/—\




What does an
ORGANIZATION do?

What does a

TEAM do?

RESOURCES

capital, funding, technology, physical

_\\I :@

What doss an
INDIVIDUAL do/

.
O

promote taking
PTO/mandatory
PTO -
promote brining
info back from Focus fridays:
intentional, company-
wide time to recharge

time off

time resource.
PTO is limited
(in a good way)

HYBRID WORK

DYSTOPIA

HYBRID WORK
UTOPIA




What does an
ORGANIZATION do?

What does a

TEAM do?

What doss an
INDIVIDUAL do?

s
)

RESOURCES

capital, funding, technology, physical spaces

colleagues are in the room
schedules oo
tech platforms for increased recording Window connections
enhanced time with opportunity to between "offices" /
management / catch up teams to see dynamics
awareness asynchronously and interactions

new pairings for
virtual coffees or
topic-based chats

B

cross
functional

mash-ups

_ provide schedules

workplace is well-equipped

f | u |d with collaborative technology
that makes it feel like remote

in-advance for
improved planning
new collab

new fluid and informal
feedback interaction
(new tool or process

consider
sppeaing platforms
hooks &varied »
personalities digital
(MeetUps 2.0) watercoolers
and/or
proximities

grassroots " q
organization i S/ BT opportunity to listen e.
. into group discussions Spatial
or visualize other Chat

more fluid audio
(like a radio)

NEW camera
protocols

collaboration sessions

HYBRID WORK

DYSTOPIA

HYBRID WORK
UTOPIA



What docs an
ORGANIZATI

What does a
TEAM do?

What does an
INDIVIDUAL do?

s
O

WORKFLOWS

processes, typical practices, workstyles, project delivery

3or4day
weeks, 'summer
hours', but this

is industry

dependent

conducting risk

 assessments for
hybrid work

(ergonomics in
particular)

we're
experimenting
with agile,
smaller teams,
etc.
1
impacts on
building space
strategy (less
space, more
virtual
connection)

z

balancing 'do
more with less'
(mid-recession
logic), with future
adaptations

HYBRID WORK ‘

DYSTOPIA

HYBRID WORK

UTOPIA
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ORGANIZATION -

VW e 25 An
INDIVIDUAL do:

WORKFLOWS

processes, typical practices, workstyles, project delivery

tools and
technology are
not supportive
of the
processes

force myself to be
on everyone's
schedule when |
am not living the
same context as
everyone else

structures of

tracking
progress and
workflow
the computer
screen. the ability
to be on mute. it
puts a constraint
on serendipitous
interactions
we miss the
uhumms. the the lack of
ds, th A
irepokion the creative
presence of friction
others

ways of tracking
progress is
contrary to an
individual's
productivity

when do team

solutions need
to become

organizational
solutions?

we had a smal team.
communicaton was cical |
was working with someone who
i ot want o el me wht ey
were working on. and
consequently ot o duplcate

really hindered the workflon

typically there was a sense
of community in the sense
that we were all working
late, but from home it felt
very alone and we lost a
part of being human, and
socializing. to be stressed
at home is a contradictory
expereicne.

as we change the
ways we are
working we need to
be inclusive of the
ways that all people
best absorb
information

meeting notes to
have a voice note
component so that
people can review
the notes and also
listen to excerpts

teams that have
figured out
synchronous
and
asynchronous

time is tracked

in a way that
works for each times to
individual. converge
and times
to diverge

what are the new
agreements we
are making
around how to
collaborate and

work together?
Work Alone
Together Time:
The idea of
getting on a call to
just work
independently
feedback loops
that are well
established and constant
continue to help . .
us grow iteration!

the individual is
able to follow the
workflows and the
way thigs are
tracked support
their productivity

I like to turn off
my own view of
self and keep the
mute off so that |
can be the most
present

accommodating
different family
and personal
setups

HYBRID WORK

DYSTOPIA

HYBRID WORK

UTOPIA






