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1. Introduction 

Telework Overview 
Telework is an innovative strategy which achieves business objectives, improves quality of life for 
employees, and succeeds in meeting public policy goals of reducing congestion and reducing 
environmental impacts. Employees want to telework to reduce commuting time, save money, and 
improve work/life balance. Employers benefit from teleworking through cost savings, more efficient 
employees, staff retention, flexible staff arrangements, and increased resiliency to emergencies. The 
region benefits from reduced congestion on roadways, improved air quality, energy conservation, and 
improved highway safety. 

UPA Background 
The Urban Partnership Agreement is a program initiated by the U.S. Department of Transportation to 
reduce congestion. Metropolitan areas applied for funding for aggressive congestion management 
programs through 4 T’s: Tolls, Transit, Technology, and Telecommuting. The Twin Cities area was 
selected for the program, and the project partners committed to transit improvements, installation of 
tolling lanes and high occupancy vehicle lanes, and efforts to increase telework. The UPA teleworking 
initiative was branded as eWorkPlace. See the UPA Program Design Plan in Appendix 1 for more 
information. 

eWorkPlace Program Overview 
The UPA partners initiated the $3.2 million eWorkPlace program to promote teleworking and flexible 
work scheduling to reduce peak period commuting on congested roadways. eWorkPlace represents a 
unique public-private partnership and collaboration among organizations which, with the assistance of the 
UPA funding, put forth a major marketing, awareness, and implementation campaign which resulted in a 
major increase in teleworking in the Twin Cities.  

The program also included initiatives to encourage a shift to results-based work environments (ROWE) as 
a separate track. ROWE shifts the focus to employee results rather than strict schedule adherence, 
resulting in employees working at any time from any location. Shifting to ROWE therefore has similar 
benefits to telework in reducing congestion and negative impacts of traditional commuting. 

UPA required Mn/DOT to recruit 500 employees to the program however, the eWorkPlace program goal 
was to recruit and retain 2,700 employees to participate in teleworking programs. eWorkPlace exceeded 
the project goal with over 48 employers and 4,212 employees participating, and 93 percent of the 
participating employers plan to maintain or expand their telework program. 
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2. Purpose and Goals 

eWorkPlace achieved the goals of helping employers and employees implement teleworking, and realized 
the benefits of reduced peak period travel by utilizing the UPA funding. The UPA Program Design Plan 
in Appendix 1 provides further detail regarding the program goals and teleworking benefits. 

Promote Telework to Reduce Peak Period Commuting 
A primary goal of the eWorkPlace program is to reduce peak period travel to relieve congestion on the 
regional transportation system. Teleworking, flexible schedules, and a shift towards results-based work 
will manage regional congestion by reducing peak period travel due to commuting. Use of the UPA funds 
enabled marketing and communications efforts which helped the program meet employer and employee 
recruitment goals. 

Environmental and Economic Development 
The reduction in trips as described above reduces vehicle miles traveled and greenhouse gas emissions. 
The reduction in congestion also improves air quality and conserves energy and gasoline. The Exceeding 
Expectations report quantifies the environmental benefits eWorkPlace achieved. 

In addition, telework has benefits for employees and employers alike, including increased productivity, 
improved work/life balance, and increased retention. In an economic environment where increasing paid 
benefits is difficult, telework may be less expensive to offer than other benefits (such as insurance 
premiums, pay raises, etc.). See the Testimonials section below for more information about the positive 
business impacts of eWorkPlace. 

Teleworking benefits are described further in the eWorkPlace presentation and articles in Appendix 2. 

Benchmarks 
With two key tracks, Results Oriented Work Environment (ROWE) and telework, the eWorkPlace 
program committed to the following benchmark goals: 

• Achieve 1,500 employees who adopt ROWE. 

• Recruitment of 1,200 employees to telework or travel during off peak periods at least once per week, 
resulting in 500 avoided round trips daily. 

• Provide 600 employers with teleworking assistance services. 

• Provide 50 employers “significant” assistance with teleworking and/or recruit employers to conduct 
a pilot program. 

• Establish a tool to estimate the number of trips avoided through ROWE and telework, and the 
resulting savings vehicle miles travelled, emissions, time behind the wheel, and driver costs. 

eWorkPlace met and exceeded many of those goals, as described in the Recruitment and Evaluation and 
Performance Measures sections below. 
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3. Study Process and Structure 

Partners 
The eWorkPlace project was administered by the Minnesota Department of Transportation (Mn/DOT), 
with the University of Minnesota Humphrey School of Public Affairs (Humphrey School) managing the 
program. Key project partners include the five regional Transportation Management Organizations 
(TMOs) and a consultant team to encourage teleworking and provide assistance to employers (described 
in greater detail under Project Management and Coordination below). The Results-Only Work 
Environment (ROWE) by CultureRx initiative was conducted as a separate and complementary 
component. See the Organization Chart in Appendix 3. 

Schedule 

 

The eWorkPlace project schedule is provided above and in Appendix 4. While the project schedule was 
structured dynamically to adjust to the new lessons learned, the use of a Project Management Team 
(described in greater detail below) provided project continuity and consistency throughout the project 
delivery process. 

Program Structure 

Project Management and Coordination 
The eWorkPlace project was administered by the Minnesota Department of Transportation and managed 
by University of Minnesota Humphrey School of Public Affairs. 
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A Project Management Team with members from the Humphrey School of Public Affairs, the Mn/DOT 
project manager, TMOs, and consultant team met over 20 times between January 2009 and June 2011. 
The group was initiated during two UPA Steering Committee meetings in September 2008 and 
November 2008 and then transitioned to eWorkPlace-specific meetings for the remaining months. 
Example meeting agendas are in Appendix 5. 

Implementation and Telecommute Consultation 
The TMOs and project consultants described below (see Project Management and Coordination section) 
provided implementation and support to the project management partners and employers. 

Marketing and Communications 
eWorkPlace marketing and communications were managed by the consultant team, as outlined in the 
Project Management and Coordination section below. 

Recruitment and Assessment 
The TMOs managed the employer and employee recruitment and assessment, with assistance from the 
consultant team. 

Employer/Employee Commitment 
The TMOs managed employer and employee commitment; see Employer/Employee Commitment 
section below. 

Evaluation and Reporting 
The Humphrey School of Public Affairs managed the evaluation and reporting phase of the project with 
assistance from the SRF team. See the Evaluation and Performance Measures section below. 
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4. Project Management and Coordination 

Roles and Responsibilities 

Minnesota Department of Transportation 
Mn/DOT was the recipient of the state UPA funds for telecommuting and had general oversight over 
the program. 

Humphrey School of Public Affairs 
The Humphrey School of Public Affairs managed the eWorkPlace project and consultant team, staffing 
the evaluation and reporting phases of the project. 

Transportation Management Organizations 
The TMO partners listed below are pre-existing organizations which promote congestion mitigation 
strategies and encourage sustainable transportation choices while stimulating economic development. 
See the TMO service map in Appendix 6. 

1. Metro Transit serves as the TMO for portions of the Twin Cities area not covered by other TMOs 

2. 494 Commuter Services 

3. Anoka County TMO 

4. Downtown Minneapolis TMO 

5. St. Paul Smart Trips 

Results-Oriented Work Environment 
The ROWE portion of the eWorkPlace project was conducted separately by CultureRx, a firm that 
provides consulting services to help employers switch to an objectives-based system rather than a 
schedule-based system. The ROWE model is a workplace cultural shift that may include telework or 
flexible schedules, though the focus of ROWE is to move away from a focus on when and where 
employees work. The plan, implementation, and evaluation of the ROWE portion of eWorkPlace is 
discussed in the ROWE section below. 

Program Support 

SRF Consulting Team 
SRF Consulting is a multi-disciplinary engineering, planning, and design firm. SRF managed the 
consultant team and provided support for the performance evaluation portion of the eWorkPlace project, 
including implementation of the Marketing and Communications Plan and coordination with other project 
partners. 
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Tempo Creative Consultants 
Tempo Creative Consultants is a marketing, communications, advertising and design firm. Tempo 
Creative Consultants conducted the marketing and communications activities, and coordinated the media 
buy efforts. 

Midwest Institute for Telecommuting Education 
The Midwest Institute for Telecommuting Education (MITE) provides employers with consulting 
services, employee training, and business strategy development to enable successful implementation of 
telecommuting work arrangements within public and private sector organizations. MITE provided support 
for employer/employee recruitment, assessment, and implementation. 

WFC Resources 
WFC provides training and resources to help employers implement flexible work arrangements. WFC 
provided support for employer/employee recruitment, assessment, and implementation. 

Superior Endeavors, Inc. 
Superior Endeavors is an information technology and financial systems consulting firm. Superior 
Endeavors provided technological support to employers to implement telecommuting. 

Implementation Process 
eWorkPlace implementation is described in the Telework Initiative Implementation Plan in Appendix 7. 
The Plan describes project management structure, schedule, recruitment process, assessment, 
commitment, evaluation, and marketing and communications efforts as envisioned at the start of 
the project. 

Building Awareness and Credibility 
The eWorkPlace project implemented a comprehensive multi-media campaign to generate excitement 
about teleworking. These activities are discussed in the Marketing and Communications section below. 

Making the Business Case 
Mn/DOT conducted a market research study prior to eWorkPlace implementation to understand the 
background data available regarding teleworking and to better understand the barriers and opportunities 
for teleworking. The services provided to participating companies helped work through challenges unique 
to individual companies to ensure program success. 

Connecting with Internal Champions 
The eWorkPlace project identified human resource managers as potential internal champions to bring 
teleworking to Fortune 500 companies, Fortune 1000 companies, governmental agencies, non-profits, and 
other organizations (see Marketing and Communications). By targeting those in leadership roles, 
eWorkPlace was able to directly reach the decision makers who could implement telework. 
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Getting Buy-in 
The TMOs worked with the participating companies to set participation goals and identify any needed 
assistance for telework program implementation. 

Employer Commitment 
The eWorkPlace program relies on employer commitment to provide employees to participate in 
teleworking. After TMO assessment, organizations who formally agreed to participation were classified 
as Implementers. In return for signing a commitment letter identifying a goal for a number of employees 
to participate, employers received free or reduced price consulting services to implement and sustain 
employee participation. Employer commitment is discussed further under Employer and Employee 
Commitment. 

Setting up a Pilot Program 
The TMOs, with assistance from the consultant team, worked with Implementers to establish pilot 
programs. See Recruitment and Employer/Employee Commitment sections. 

Evaluation 
The TMOS tracked employer and employee participation to enable evaluation of eWorkPlace. 
See Evaluation and Performance Measures and Findings and Conclusions below. 
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5. Marketing and Communications 

The Telecommuting Initiative Marketing Communications Plan (MARCOM) in Appendix 8 outlines the 
strategies for development and execution of the Implementation Plan. The objectives of the MARCOM 
were to increase the use of telecommuting, educate the public about telecommuting options, generate 
employer leads, and measure project results. Ongoing efforts have helped eWorkPlace achieve program 
goals by bringing employers and employees to the program and raising awareness of teleworking in the 
Twin Cities. 

Target Audiences 
The MARCOM plan identifies two key market segments for increasing teleworking in the Twin Cities: 
business-to-business and consumer audiences. The business-to-business market segment focused on 
bringing telework to workplaces, while the consumer market segment targeted employed persons over 
18 years of age as potential teleworkers. 

Strategies 
The MARCOM identifies the following strategies to achieve the program objectives: 

• Brand development 

• Recruitment and participation 

• Implementation and retention 

• Performance measurement 

Media Buy 
A $500,000 media buy was conducted as part of this project in order to create awareness and to support 
recruitment. This media buy effort was lead by Tempo Creative with oversight from SRF Consulting and 
the Humphrey School.   Media Planning for eWorkPlace was designed to reach upper level executives 
and their employees (consumers) to create awareness and generate inquiries regarding telecommuting 
opportunities in the Metro area. 

Wave 1 and 2 provide a total of eight months of coverage with media and messaging that reached 
commuters and their employers: 

• on their way to and from work (Traffic Radio, Out of Home) 

• where they looked for news (WCCO.com, startribune.com, MPR.org, etc.) 

• where they searched for entertainment ideas (startribune.com, vita.mn) 

Over the course of the campaign, the campaign created over 25,000,000 message impressions in the 
Metro area (see following table and media buy plan).  More detailed media buy information, including a 
schedule, is provided in Appendix 9. 

A limited media buy was made in June 2011 to communicate the final results of the initiative. 
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Description Phase I & II Phase III Total Campaign 

Media  Online Display 
E-Newsletters 
LinkedIn 
Print 
Radio 
Out of Home 

 

Online Display 
E-Newsletter 
Print 
Radio 
Television 

Multiple media for 
awareness and lead 
generation 

Budget $310,000 
 

$100,000 $410,000 

Impressions 19,000,000+ 
 

6,300,000+ Over 25 Million 

# of weeks  17 10 Half a year of messaging 

 

Earned Media Coverage 
eWorkPlace received media attention from a variety of print and electronic sources which achieved the 
MARCOM objectives. Over the project life, eWorkPlace received earned (not paid) media coverage from 
print, radio, and television news outlets including: 
 Finance and Commerce, July 13, 2010 
 KARE 11, June 16, 2010 
 Thisweeklive the Show, April 2, 2010 
 Thisweeklive.com, April 7, 2010 
 Thisweeklive.com, April 7, 2010 
 KARE 11, March 31, 2010 
 Minnesota Public Radio, December 16, 2009 
 Fox 9 News, June 1, 2009 
 Minnesota Daily, June 4, 2009 
 Star Tribune, June 7, 2009 
 Twin Cities Daily Planet, July 8, 2009 
 planning Minnesota (MnAPA Newsletter) July-August 2009 Issue 
 Finance and Commerce July 28, 2009 
 Star Tribune, August 20, 2009 
 The Waconia Patriot, August 26, 2009 
 Star Tribune, September 5, 2009 
 New York TImes, October 2, 2009 

 

 

http://www.finance-commerce.com/article.cfm/2010/07/14/eWorkplace-wins-national-award�
http://www.kare11.com/takekare/career/career_article.aspx?storyid=852733&catid=376�
http://www.blip.tv/file/3434518�
http://www.thisweeklive.com/2010/04/07/going-to-the-office-becomes-increasingly-optional/�
http://www.thisweeklive.com/2010/04/07/telework-aims-to-reduce-transit-demand/�
http://www.kare11.com/takekare/career/career_article.aspx?storyid=847117&catid=376�
http://minnesota.publicradio.org/display/web/2009/12/16/munnich/�
http://www.myfoxtwincities.com/dpp/traffic/Telecommute_MnDOt_Twin_Cities_June_1_2009�
http://www.mndaily.com/blogs/newsstand/2009/06/04/u-mndot-want-people-work-home�
http://www.startribune.com/business/46964762.html?elr=KArksi8cyaiUBP7hUiD3aPc:_Yyc:aUHDYaGEP7eyckcUr�
http://www.tcdailyplanet.net/article/2009/07/06/cheapest-commute-no-commute.html�
http://www.eworkplace-mn.com/LinkClick.aspx?fileticket=1M1vxFil09E%3d&tabid=246�
http://www.eworkplace-mn.com/LinkClick.aspx?link=http%3a%2f%2fwww.finance-commerce.com%2farticle.cfm%2f2009%2f07%2f29%2fMnDOT-touts-its-program-to-promote-telecommuting&tabid=246�
http://www.startribune.com/local/west/53747282.html?page=1&c=y�
http://www.waconiapatriot.com/articles/2009/08/27/waconia_patriot/county/county06.txt�
http://www.startribune.com/politics/state/57454512.html�
http://parenting.blogs.nytimes.com/2009/10/02/flexible-work-in-a-recession/?scp=1&sq=rOWE&st=cse�
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The earned media continued after the final event on June 21, 2011. All the coverage was very positive 
including coverage by MPR, Star Tribune.com and WCCO radio. Copies of online and print articles are 
included in Appendix 10. 

Social media and other web coverage (Facebook, Twitter, eWorkPlace blog) was utilized to generate 
interest and creating an online presence. These activities are summarized in the Social Networking 
Summary in Appendix 11. 
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6. Recruitment 

Strategies 
The TMOs led the employer recruitment effort, using a variety of strategies to educate and then recruit 
interested employers. Project leads were generated from the eWorkPlace billboards and advertisements. 
TMOs used client lists to contact employers by email, phone and direct mail. Employers were invited to 
regional briefing sessions to receive a detailed description of eWorkPlace, information on teleworking 
benefits to business, community and individuals, and steps in the process of becoming an eWorkPlace 
participating employer. In addition to holding briefing sessions, TMOs emailed and called employers, 
featured articles about eWorkPlace in their newsletters, and contacted local Chambers of Commerce to 
disseminate information about eWorkPlace. 

The Transportation Management Organization Guide to Employer Enrollment, which outlines the 
employer recruitment and enrollment process, is included in Appendix 12. 

Goals 
Metro Transit and area TMOs, as the lead partners in recruitment efforts, agreed to specific and 
measurable employer and individual participant goals. TMOs targeted employers with strong employee 
transportation programs and/or interest in building these programs. As TMOs recruited employers, TMOs 
worked closely with them to determine a reasonable goal for the number of new teleworkers each 
company should strive for during a pilot program. Guidance was offered in regards to embarking on a 
company-wide pilot versus starting with one or two specific departments. These employer decisions were 
made based upon conversations and assessment sessions with eWorkPlace telework consultants. 

A formal needs assessment process conducted by the Midwest Institute for Telecommuting Education 
established the degree of telecommuting adaptability for the employer. Areas of consideration included 
employer telecommuting interest, corporate mission and culture, past history of telecommuting, 
perception of telecommuting frequency, facilities challenges, technology infrastructure, telecommuting 
receptiveness from employees, managers and executives, as well as managerial concerns, potential scope 
of jobs, and other significant challenges. 

The telework training resources and consultation services available through eWorkPlace were attractive 
to employers on a broad basis and had a positive and significant impact on the number of employers 
recruited. As telework pilot programs proved to be successful, many organizations expanded the 
telework initiative to include additional departments or to offer telework and flexible work arrangements 
company-wide. 

Recruitment Database 
The database served as a shared point of information for outreach partners to track recruitment efforts and 
advertising generated leads. Interested employers were directed to the project through a website and a 
triage staff person. Triage assistance included documentation of the referral source, method of 
recruitment, number of employees, employer and employee location in the Twin Cities, and whether a 
telecommuting policy was present or not. This triage assistance helped to identify the right resources for 
the employer and to navigate them according to their interest and participation level. 
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The triage staff began the initial assessment of interest, whether it was informational, interest in project 
participation, or the need for more in−depth assistance, and employers were then prioritized accordingly. 

Recruitment Events 
To help extend and sustain the TMO efforts, eWorkPlace partners MITE and WFC Resources provided 
distinctive recruitment opportunities to obtain full employer participation. These partner efforts deepened 
TMO recruitment efforts through events related to flexible work initiatives where employer leaders and 
decision makers were present. Partner outreach and recruiting initiatives included e-mail invitations to 
client mailing lists, strategic one-on-one contacts, face−to−face meetings, seminars and presentations. 

TMOs emailed and called employers, featured articles about eWorkPlace in their newsletters, and held 
briefing sessions for employers which included information on eWorkPlace resources and services. 

When Work Works 
When Work Works is a nationwide initiative to bring research on workplace effectiveness and flexibility 
into community and business practice. Events in partnership with eWorkPlace included a breakfast 
celebration on September 29, 2009 in Minnetonka, Minnesota for the Alfred P. Sloan Awards for 
Business Excellent in Workplace Flexibility to acknowledge the award finalists and announce the 
winners. The event also included a presentation about eWorkPlace to recruit employers already 
implementing flexible work programs. 

The events were well attended, and provided a networking opportunity for potential eWorkplace 
employer participants. The focus of their events was more on flexibility than pure telework as a strategy. 
It would be valuable to explore potential for a telework niche on their agenda for the future. 

Flexibility Expo 
The first Work/Life and Flexibility Expo event was held October 7, 2010 in Minneapolis. This was the 
first event of this type for the When Work Works group and the other participating organizations. The 
Expo consisted of workshops led by several of the nation’s top workplace experts and covered multiple 
topics designed to help businesses adjust to and support an evolving workplace. One event highlight was 
an awards ceremony, honoring companies and individuals that strive to set an example for others on 
effective implementation of work/life balance. Some TMOs reported generating a few leads from this 
event but overall found it to be more of a networking and educational opportunity. The second Flexibility 
Expo is planned for October 11, 2011. 

TMO Sponsored Events 
Some TMOs held eWorkPlace briefing sessions for employers which included information on the return 
on investment on telework and a description of the eWorkPlace resources and services available. 494 
Commuter Services held briefing sessions with a panel of employers who described the telework offering 
at their company describing their telework policy, who was eligible, and lessons learned. 494 Commuter 
Services held five briefing sessions, attended by over 100 employers, which led to seven companies 
signing a letter of commitment to participate with a pilot. 

eWorkplace partners held informational events in their own geographic territories. These events were well 
attended and would be well worth incorporating into future eWorkplace efforts.  
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7. Employer and Employee Commitment 

eWorkPlace Commitment 
Firm commitment from participating employers ensured the sustainability of telecommuting during 
the project period and in the long term. Employers submitted a letter of commitment from upper 
management prior to official entry in the project including participation criteria, level of commitment 
to telecommuting, company goal for number of telecommuters, readiness for telecommuting 
implementation/expansion, and willingness to participate in the evaluation process. 

Key aspects of the agreement included: 

• Designation of a telecommuting coordinator; 

• Information to conduct an analysis of the organization’s needs and structure; 

• Agreement to share pertinent performance measurement data and the potential to be a case study 
example; and 

• Provision of access to the telecommuting coordinator, employees, and supervisors for the purpose 
of program evaluation. 

A written telecommuting policy and telecommuter training was strongly encouraged, but was not 
required. Examples of signed agreement letters are in Appendix 13. 

Participation by individual employees was tracked via Commute Tool (see section below); however, no 
formal contract or commitment mechanism was used. 
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8. Evaluation and Performance Measures 

Survey Monkey 
Employees participating in ROWE were asked to complete a survey via Survey Monkey to evaluate 
participation and travel behavior changes resulting from the switch from traditional office arrangements 
to ROWE. The survey content was the same as the Commute Tool survey described below. Survey 
Monkey initially was used because the Commute Tool was not available to employers recruited early in 
the project. 

Commute Tool 
The Commute Tool is a web application free to users through the eWorkPlace website which allows 
employees to track their travel and to calculate resulting vehicle miles traveled (VMT) changes and cost 
savings of telecommuting. The application served as the primary method to collect travel behavior data 
for the eWorkPlace participants, understand demographic information about participants, and evaluate the 
program. The Commute Tool also served to hold employers accountable for the recruitment goals set 
forth in the commitment letters. The process of recruiting employees to use the Commute Tool is 
summarized in the Commute Tool Process and Commute Tool Briefing Sheet documents in Appendix 14. 

Survey 
A Commute Tool survey was sent to each participant 1 week, 3 months and 9 months after their 
registration on the Commute Tool site. The survey asked Commute Tool users about commuting behavior 
in the week prior to the survey. The survey text is attached in Appendix 15 and additional information 
about the survey is described in the section below. 

Commute Tool Calendar 
The Commute Tool calendar was an optional method for employees to track their travel behavior. 
The calendar tool was not widely used, and the results were not used for analysis. 

Employer Survey 
The TMOs requested that employers complete a post-project survey to evaluate benefits on a qualitative 
basis and determine continuation of telework programs for each employer. It should be noted that not all 
employers completed the survey. The employer survey questionnaire is in Appendix 16. 

Incentives Program 
Commute Tool users were rewarded by an incentives drawing program to encourage recruitment to the 
application. Prizes included gift cards, an iPad, and a netbook computer, drawn randomly from Commute 
Tool users completing surveys or the Commute Tool calendar. The Incentives Program is explained 
further in the Incentives Process document in Appendix 17. Testimonials from prize winners were 
requested and are included in the section below. 
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Input Measures 

eWorkPlace Website 
The eWorkPlace website (http://www.eworkplace-mn.com) served as the first point of contact for many 
employers and employees to enroll in the program. Images of the website pages are in Appendix 18. The 
site also provided resources and the Commute Tool for participants not associated with enrolled 
employers. Visitation statistics by month from January 2010 through June 2011 are presented in 
Appendix 18. The website had over 41,000 visits by almost 20,000 unique users during this timeframe. 
The site averaged about 1,100 users per month. 

TMOs 
The TMOs provided final participation numbers of 48 employers and 991 participants. This represents the 
participants formally enrolled in the eWorkPlace program via the employer commitment letters. Actual 
participation was likely higher, since not all employers and employees participated formally. The 
participation numbers therefore reflect a conservative estimate for telework increases due to eWorkPlace. 

Consultant Services 
More than 100 employers received assistance from the consultant team and TMOs. WFC provided web-
based training courses for 20 employers. MITE provided consultation services to at least 20 employers 
also. Services provided by ROWE are described in the section below. 

Output Measures 

Commute Tool Data 
As mentioned in the previous section, a Commute Tool survey was sent to each participant 1 week, 
3 month and 9 months after their registration on the Commute Tool site. The survey was composed of two 
sections. The first part was multiple choice questions asking about commuting behavior and perception of 
telework; the second part was a travel diary asking the time, location and purpose of trips taken on the 
most recent telework day (defining as the most recent day worked but did not go into the office for 
ROWE participants) and office day. A detailed explanation of the questions and research variables 
constructed from the questions follows. 

 
Commuting Behavior 
 
Weekly Commuting Mode 
 
Question 1 of the survey asked about the commuting mode on each day of the week prior to the survey. 
Seven types of modes were identified: driver of a car, van or motorcycle; passenger in a car, van or 
motorcycle; public transit; active transportation such as biking and walking; teleworking; taking the day 
off; and being out of office for business or personal reasons. Detailed divisions under each category were 
offered for click-selection on each day of the week. From the response to Question 1, it was determined 
whether the respondent teleworked in the week given and how many days they teleworked per week. 
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Highway Commuting 
 
Question 3 asked if the participants drove or carpooled in a vehicle during their commute, and whether 
they used I-394 or I-35W. The responses were used to construct a one-or-zero dummy variable showing 
whether these two highways of interest were utilized for commuting, and thus the distance travelled on 
these highways saved by teleworking. 

 
Perceptions about Telework 
 
Optimal Telework Days per Week 
 
Question 5 asked participants “to do your job best, how many days per week would you work from a 
location other than your company’s office?” The response was used to measure the preferred telework 
intensity and, using the calculated actual telework days from Question 1, the difference between the 
optimal and actual telework days per week was obtained. This difference shed some light on the potential 
for future telework opportunities. 

Productivity 
 
Question 9 asked participants how they felt about their productivity when they teleworked/participated 
in ROWE. Three answers were provided: decrease, does not change, or increase in productivity. The 
perceived change in productivity was measured from responses to this question. 

Available Work Hours 
 
Question 10 asked participants how they felt about the change in available work hours when they 
teleworked/participated in ROWE. Again, they could choose from decrease, does not change or increase. 
This question was built on the hypothesis that commute time savings would allow for more working 
hours. Participants reported a change in available work hours, but this did not mean more hours had in 
fact been devoted to work. It is reasonable to believe that the availability of work hours had an impact on 
employees’ working morale and work−life balance. 

 
Travel Diary 
 
The travel diary was composed of two identical sections asking about trips taken on the most recent day 
teleworked (telework day) or the most recent day they worked in office (office day). The participants 
could report up to ten trips in each section. This enabled analysis of whether any trips were taken on a 
telework day or whether additional trips were taken on an office day, to compare the travelling behavior 
on the two types of working days and to measure if teleworking actually led to less travelling and more 
time savings. The variables constructed from the travel diary, for both telework day and office day, are 
shown below. 
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Information Directly from the Survey Response 
 
Start and End Location of the Trip 
 
Participants were asked to fill out the start and end location of each trip. However, because no specific 
formats of locations were provided, the quality of responses varied. Some respondents gave the exact 
address or intersection of streets, while some provided landmark facilities. A large number of them only 
gave a vague un-locatable description, such as gym or coffee shop, while many others skipped the whole 
question. For data accuracy, this information was not used in this report. 

 
Highway Traveled 
 
Similar to the commute behavior, the participants were asked if I-394 and/or I-35W were used in each trip 
they took on a telework and office day. The responses were used to measure the approximate distance 
travelled on those two highways on a telework day versus an office day. 

 
Start and End Time of the Trip 
 
Participants were asked to fill out the start and end time of each trip and the responses were used to 
identify the trip as peak-period or non-peak-period trip. Peak periods were defined as the periods of 6 am 
to 9 am and 3 pm to 6 pm. 

 
Method of Travel 
 
Participants reported the primary mode for each trip. Only the trips taken by driving alone or 
carpooling/vanpooling were selected in the final calculation of VMT saved or emissions saved. Other 
methods shown in the drop-down response box were walking, jogging, in-line skating, and public 
transit/shuttle. 

 
Variables Constructed 
 
Number of Trips per Telework/Office Day 
 
From the method of travel, the number of trips taken on a telework/office day by driving or 
carpooling/vanpooling was counted. If the number of trips taken on a telework day were less than that on 
an office day, some trips were saved by teleworking and the results were quantifiable. Similarly, from the 
start and end time of the trip information, it was determined whether the trip was a peak-period trip or a 
non-peak period trip, and the savings were calculated accordingly. 

 
Vehicle Miles Traveled (VMT) Savings 
 
From the pilot surveys conducted with some employers (prior to the Commute Tool site surveys), more 
detailed trip distance information was acquired. Based on further literature review, the distance of an 
additional trip on a telework/office day was usually 45 percent of the commute distance. Given this 
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assumption, using the number of trips calculated and the reported commute distances, VMT saved on a 
day replacing traditional office work with teleworking was calculated. 

 
Highway Related Information 
 
Following the same methodologies and taking into consideration whether each trip took place on I-394 or 
I-35W, the number of trips traveled on these highways on a typical telework/office day was determined 
and the peak-period and total highway trips saved if teleworking was calculated. Assuming that a major 
proportion of a trip, if reported using these highways, would have taken place on these highways, the 
distance saved by teleworking that otherwise would have been travelled on highways was also obtained. 

Survey Result Data 
 
Number of Respondents 
 
Although all eWorkPlace participants were invited to register on the Commute Tool site and take surveys 
sent from the site, not all of them did so. From Graph 1 below, 23.9% of all participants were sampled in 
at least one survey. The proportion of ROWE and traditional telework participants stayed steady across 
the surveys. Self-selection might be involved, but no reason to suspect that the choice to take the survey 
was correlated with the higher or lower propensity to telework has been identified.  

Among the 1005 people who registered on the Commute Tool site (note that they registered on different 
dates depending on when their employers participated in eWorkPlace), 279 of them took only the 1-week 
survey. 426 people took the 3-month survey, the majority of whom also completed the 1-week survey. 
Out of the 207 people who took the 9-month survey, 191 finished all three surveys; this group provided 
the most valuable longitudinally-comparable data. 
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Graph 1 – Number of Respondents by Survey 

  ROWE 
Traditional 
Telework 

All Participants 3221 991 
Registration Survey 423 582 
1-Week Survey 372 516 
3-Month Survey 250 370 
9-Month Survey 81 126 

 

Commuting Distances and Routes 
 
The participants were asked to fill out their home locations and employer addresses upon logging onto the 
Commute Tool site for the first time. A Google map was generated to show the commute route and the 
commute distance was calculated accordingly. Responses with a one-way commute distance longer than 
100 miles were categorized as “missing” because they were likely to be erroneous numbers. The average 
one−way commute distance for respondents was approximately 13 miles. 

ArcGIS was used to map the home locations and destinations of their commute for all participants, as 
shown below in Graph 2-1. The majority of participants lived in, or close to, the Metropolitan Area. Most 
of the employers’ offices were in the city centers, with five outside of the Metro Area. Graph 2-2 
illustrates that within the 7−county Metropolitan area, I-35W and I-394 were the most likely highways 
connecting participants’ homes and offices. 62.6% of all employers’ offices were within 3-mile buffer 
zone of I-35W and I-394. 
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Graph 2-1 – Participants’ Home Locations and Destinations of Commute 

 
Demographics 
 
The participants were asked immediately after they finished registration to fill out a survey about their 
demographic information. Using responses to those questions, differences between the participating 
population and the general population in the 13−county metropolitan area as well as the state of 
Minnesota were compared. Table 1below shows the demographics of respondents who finished at least 
one survey and compared it with that of 13−county Metropolitan Area and the state of Minnesota from 
2006 American Community Survey.1

This comparison demonstrates an over-representation of females in the participants. Over 75% of the 
respondents were working women. This could indicate that females have a greater need for teleworking to 
help strike a balance between work and life. Working at home and/or working flexible hours gives them 
more freedom to maintain such balance. 

 

The survey respondents had more vehicles per household compared to the general population. Nearly 
30% had 3 or more vehicles available to family members. Therefore, they were more likely to drive and 
drive alone to work due to the abundance of vehicles at home. 
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Over half of the survey respondents had a college degree. This was significantly higher than the general 
population (the data for the 13−county Metro area and the state referred only to the population older than 
25 years for the Education variable). Thus the study analyzed a well−educated labor force. 

Of the survey respondents, 67.64% were married or partnered. This was again higher than the proportion 
of that group in the general population. Participants in the eWorkplace were more likely to have the need 
to balance life and work responsibilities and therefore the need to telework or work flexible hours. 

Table 1.  Demographic profile of Survey Respondents 

  Number of  
respondent 

Percentage of  
respondent 

13−county  
Metro 

State of  
Minnesota 

Sex 899       

female 676 75.19% 50.37% 50.30% 

male 223 24.81% 49.63% 49.70% 

Age 899       

18−34 193 21.47% 32.84% 33.16% 

35−44 232 25.81% 23.01% 21.15% 

45−54 270 30.03% 22.33% 22.14% 

55−64 196 21.80% 14.49% 14.89% 

65−74 8 0.89% 7.34% 8.66% 

Number of Households 899   

2.52 2.46 

1 131 14.57% 

2 354 39.38% 

3 165 18.35% 

4 172 19.13% 

5+ 77 8.57% 

Number of Vehicles 899       

1 202 22.47% 32.73% 31.70% 

2 430 47.83% 45.90% 44.62% 

3+ 267 29.70% 21.38% 23.68% 
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Education 899       

less than high school 5 0.56% 7.82% 9.33% 

high school 36 4.00% 24.89% 28.62% 

some college 152 16.91% 22.07% 21.99% 

2−year college 85 9.45% 8.89% 9.63% 

4−year college 364 40.49% 24.71% 20.82% 

masters or higher 235 26.14% 11.63% 9.60% 

prefer not to answer 22 2.45%     

Income 884       

under $50k 142 16.06% 39.06% 45.73% 

$50k to $70k 155 17.53% 16.51% 16.87% 

$70k to $90k 134 15.16% 13.58% 12.67% 

$90k to $110k 152 17.19% 9.38% 8.08% 

$110k to $150k 121 13.69% 12.31% 9.79% 

over $150k 68 7.69% 9.17% 6.87% 

prefer not to answer 112 12.67%     

Marital Status 890       

Single/never been married 138 15.51% 31.76% 30.27% 

Married/Partner 602 67.64% 52.44% 53.67% 

Separated/Divorced/Widowed 111 12.47% 15.80% 16.06% 

Prefer not to answer 39 4.38%     

 

Longitudinal Comparison across Surveys 
 
Because participating employers signed up for the project at different times, the date of their employee 
registration varied. This meant the three surveys were sent out to people in different months. As a result, 
seasonal effects should be considered. Graph 3 below shows the months of the year that participants 
registered on the Commute Tool site. Two peaks in early and late winter time were observed. Looking at 
the proportion of participants who teleworked in a given week in each month, a seasonal pattern was not 
observed, but rather a continuously increasing trend, indicating that people who had been in the program 
for longer durations tended to telework more, no matter which month of year they began the program. 
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Graph 3 – Count of Participants Registered in Each Month 

  
 
A longitudinal comparison of all surveys was completed, grouping responses into Survey 1 (1 week after 
registration), Survey 2 (3 months after) and Survey 3 (9 months after) and comparing the aggregated 
result to see if there was a change in behavior or attitude during the project. The findings are discussed 
below. Note that the numbers presented are averages of all survey respondents, and thus may not be in 
direct proportion to all eWorkplace participants. 

 
The percentage of respondents who teleworked at least once during the surveyed week 
and the average number of days per week teleworked increased. 
 
The proportion of respondents who teleworked at least once during the surveyed week increased from 
44.59% in Survey 1 to 57.58% in Survey 2 to 58.45% in Survey 3. There was also an increase in the 
average number of days per week teleworked from 1.02 in Survey 1 to 1.24 in Survey 2 to 1.31 in 
Survey 3. This increase is statistically significant from Survey 1 to Survey 2 but not from Survey 2 to 
Survey 3. These results appear to indicate an initial “learning curve” during the first three months of 
participation when participants learned the benefit of teleworking and adjusted their schedule to increase 
telework days. However, the number of telework days per week did not continue increasing between 
Months 3 and 9(end point). In addition, the gap between the preferred number of telework days and the 
actual number of days teleworked was observed across all surveys. Therefore, one cannot conclude that 
the lack of a significant difference between Survey 2 and Survey 3 meant the number of telework days per 
week had reached its saturation point. On the contrary, the more likely conclusion is that the desire of 
participants to telework more frequently was still present, but institutional constraint for employers to 
allow more telework and the time needed to overcome other barriers limited the number of telework days. 
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Graph 4 – Proportion of Respondents teleworking in a Given Week 
and Average Number of Telework Days Per week 

 
Some telecommuting studies, such as the Minnesota Department of Transportation Omnibus Survey, 
reported the average number of days teleworked per week as approximately two days, which was higher 
than the number above. However, it should be noted that if the base population is adjusted to only those 
who teleworked in that specific week, the average number of telework days computes as 2.25 under 
Survey 3, which is very much in alignment with this literature. 

 
Available Work Hours after Teleworking/Participating in ROWE 
 
A statistically significant change in available work hours was observed from Survey 1 to Survey 3, shown 
in Graph 5 below. In Survey 1, 41.10% respondents said their available work hours did not change after 
participating in the program, but the number dropped to 34.30% in Survey 3; a corresponding increase in 
the number of participants reporting increased work hours increased from 53.27% to 58.50%.  
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Graph 5 – Available Work Hours after Participation – Comparison between Survey 1 and 3 
 

 
It should be noted that the population varied for each of the two points of comparison listed above, as all 
responses were used in calculating these percentages, although the number of participants completing 
each survey varied. The 191 respondents who filled out all three surveys provided a smaller, but more 
comparable, sample population. Comparing the responses of those 191 people in all three surveys, the two 
findings still held. Participating in the eWorkPlace program increased the probability of telework in a 
given week, increased the average number of days teleworked in that week, and increased the available 
work hours to participants. 

Employer Surveys 
The survey results show that for the fifteen employers reporting, all generally found the program to be 
beneficial and reported positive benefits from teleworking. Of the surveys received, thirteen employers 
plan to continue and/or expand their teleworking programs, with the remaining two employers undecided 
pending internal evaluations currently in progress. 

The results of internal evaluations are included in the Findings and Conclusions section below. 

Testimonials 
The testimonials received via the Commute Tool and employer surveys are overwhelmingly positive 
about the benefits of teleworking. The testimonials from prize winners are in Appendix 19. Benefits 
reported include improved work/life balance, reduced driving time, increased productivity, and money 
saved. 

Employees report: 

“I really loved being available immediately after my shift was done to go get my kids from daycare. I love 
Ecolab for being so flexible with working from home.” 
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“…when factoring in traffic or weather, I spend a lot of time (unproductive time) in my car. At Aveda we 
believe in treating ourselves, each other and the planet with care and respect. Working from my home 
office has not only saved me money and time, but contributed to my productivity and to an overall 
reduction of my carbon foot print. Essentially a win, win, win!” 

“The 60 (90 in bad weather) minute commute time savings is all spent working and adding productivity to 
my day.” 

“Since I have been able to do telework, it has opened up a lot of free time for my family.” 
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9. Results-Only Work Environment 

Implementation Plan 
The Results-Only Work Environment (ROWE) portion of eWorkPlace is described in the Project Plan in 
Appendix 20. The Plan outlines the approach to helping employers convert from a traditional work 
environment to ROWE. The ROWE approach changes travel choices by shifting social behavior to a 
work environment no longer focused on schedules and time in the office. 

Input Measures 
Three employers converted to ROWE during the course of the project, with a total of 3,221 participating 
employees. All three employers plan to continue ROWE. 

Comparison between ROWE and Traditional Telework 
 
Survey data was examined to determine behavioral or attitudinal differences between the ROWE and 
traditional telework participants. The major difference between ROWE and traditional telework persisting 
across surveys was that traditional teleworkers reported more trips on an office day. This difference is 
visually shown below in Graph 6.  

 
Graph 6 – Comparing Number of Trips Taken on an Office Day 
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One reason for these differences was that ROWE not only encouraged flexible working hours, but also 
potentially induced compressed work days. A compressed work day in the office may result in fewer trips 
during the work day for lunch, errands or work-related travel. Another reason was that of the two ROWE 
employers in the study, HSPHD, a downtown Minneapolis office, took up almost half of all the Commute 
Tool site users. The location of this office site, a business center where other business and non-business 
facilities were conveniently connected, may have reduced the need to travel on an office day. 

Because of the difference in the number of trips on an office day, traditional teleworkers were found to 
travel a longer distance than ROWE participants on an office day. No statistically significant difference 
was identified between the two groups on the number of trips taken on a telework day. Therefore, trips 
saved and VMT saved from teleworking were higher in the traditional telework group than the ROWE 
group. However, as explained above, this should not be treated as evidence of the greater effectiveness of 
a traditional telework program over ROWE in terms of reducing trips, but rather an illustration of the 
different characteristics of the work day under the two programs. 
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10. Findings and Conclusions 

The final section of this report summarizes Program Results, provides a Benefits Summary and 
identifies Lessons Learned.  This section further reports on the Exceeding Expections Results 
Events, Awards, and Ongoing Research as well as Sustaining eWorkplace efforts. 

Program Results 
Survey Results 
 
As shown above, the factors changing from Survey 1 to Survey 2 stabilized from Survey 2 to Survey 3. 
On one hand, it is expected the benefit may further increase if the program continues and participants’ 
behavioral and attitudinal change beyond 9 months could be measured; on the other hand, new 
participants faced a learning curve, i.e. the benefit at the beginning of their enrollment was not as high as 
it was several months later. Taking both sides of the effect into consideration, in the Final Results section, 
the numbers from Survey 3 (covering all participants who finished all three surveys) were used to present 
the benefit of eWorkplace and predict its long-term impact. Note that in the Program Results section, the 
numbers are averages of those who finished all surveys, while in the Benefit Summary section, the base 
population was adjusted to align with the actual ratio of all ROWE and traditional telework participants to 
estimate the aggregated benefits of the eWorkplace program. 

Commuting Behavior 

Proportion of Participants Teleworking in a Given Week 

As mentioned in the previous section, there was an increase in the proportion of participants who 
teleworked at least once in a given week across three surveys. The percent in Survey 3 was 58.45%. 
No pattern in the individual employers’ telework rates was found, nor did participating in ROWE versus 
traditional telework programs make a difference. The number showed that on average, the participants in 
eWorkplace, no matter what type of jobs they were working on, teleworked at least once every two 
weeks.  

Average Number of Days per Week Teleworked 

The average number of telework days per week for all eWorkPlace participants is 1.31. However, only 
looking at those who teleworked in a given week, the number increased to 2.25. Survey data was 
examined to see 1) if a subgroup of participants continued teleworking while the other teleworked very 
rarely or 2) if all participants tended to telework intensively in some weeks and worked in the office every 
day in other weeks. 

The data seemed to be in support of both hypotheses. Graph 7 below shows that around 22.50% of those 
who finished all three surveys responded that they didn’t telework at all in the week prior to each survey, 
while 32.5% teleworked at least once in all three weeks. It seemed there was a subgroup of participants 
teleworking and another subgroup rarely teleworking. Furthermore, those who teleworked more often in 
terms of number of weeks teleworked, also tended to telework on more days within each week. For those 
who responded “had teleworked” in all three surveys, the average telework days per week was close to 
half of the weekdays, while for those who indicated “had teleworked” in only one survey, the average 
number of telework days per week was 1.47. 
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Graph 7 – Proportion of Teleworkers and Number of Days Teleworked 
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Graph 8 – Modes of Commuting and Average Number of Days by Each Mode 
 
Graph 8 showed the commuting modes used in the week prior to Survey 3 reported by participants. From 
the chart it was observed that in the days participants needed to work, the most common commuting 
choice was driving alone. Teleworking was the second most popular choice, with an average number of 
days per week higher than that of transit or other modes. 

 
Highway usage on I-394 and I-35W 
 
35.3% of the respondents stated that they use I-394 and I-35W for commuting. The peak-period trips 
made on an office day on these two highways were an average of 0.74 trips across all respondents, no 
matter whether they used them at all, while that on a telework day was an average of 0.02 trips. 
Teleworking helped reducing traffic on these two usually congested highways during the peak periods. 

Employee Perception of Telework 
 
Optimal Number of Telework Days per Week and Available Work Hours 
 
The average number of telework days per week preferred by respondents “to do their job the best” was 
2.29 while the average actual telework days was 1.31. Thus there was a discrepancy of about 1 day per 
week and the difference is statistically significant. This indicated that there is a potential for more 
telework programs in the future. The intention for teleworking was not a barrier, but rather, other 
constraints such as organizational rigidity, employers’ willingness, technological support, etc. should 
be targeted. 
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Productivity 
 
67.1% respondents felt their productivity increased when they teleworked or participated in ROWE while 
only 1.9% felt there was a decrease (Graph 9). Although productivity and available work hours were the 
only benefits of teleworking quantified by the survey data, other commonly quoted advantages included 
parking cost savings, comfort and convenience, avoiding bad weather, environmental benefits, and fewer 
interruptions during work. 

 
Graph 9 – Productivity Change when Teleworking/Participating in ROWE 

 
 
Trip Diary Results (comparing telework day and office day) 
 
Proportion Taking Additional Trips on a Telework/Office Day 
 
Participants did not seem to take more trips during the day just because they teleworked at home. 63% of 
the respondents reported that they didn’t leave home at all while teleworking. This was the same as the 
proportion of people who did not leave office during the days they worked in the office.  

 
Trips Saved 
 
Participants reported an average of 0.15 peak-period trips on a telework day and 2.13 peak-period trips on 
an office day. These statistically different numbers indicated that 1.98 peak-period trips were reduced by 
replacing traditional office days with teleworking; 0.26 non-peak-period trips were taken on telework 
days across all respondents while the number was 0.25 on an office day. However, the difference was not 
statistically significant. Therefore, the total trips saved were mainly contributed by the peak-period trips 
saved, and averaged 1.99 trips per day. 
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VMT Saved 
 
Since more trips were taken on an office day comparing to a telework day, a longer distance was travelled 
on an office day. The average VMT saved by replacing a traditional office day with teleworking was 
27.96 miles per individual per day. 

 
I-394 and I-35W usage for additional trips 
 
More trips were not taken on Highway 394 and 35W on an office day. However, there were more peak-
period trips occurring on these two highways on an office day compared to a telework day. About 0.72 
peak-period highway trips were saved per day per person if teleworking; and this savings is statistically 
significant. 

Longer distances were also travelled on these two highways on office days, probably because commuting 
trips were usually the longest trips people took on a typical weekday.  

Benefit Summary 
This section estimates the benefits brought about by all eWorkplace participants, not just the survey 
respondents. The savings from the reduced trips and vehicle miles travelled were quantified and 
converted into dollar values. 

Ratio for ROWE and Traditional Telework Participants 
 
Because the actual ratio of ROWE and traditional telework participants was different from the ratio 
shown in the Commute Tool site result (from those who responded to the surveys) and the difference 
between these two types of programs, the average statistics for ROWE and traditional telework were 
calculated and the final result was projected using the actual ratio. 3,221 people were enrolled in ROWE 
and 991 in traditional telework programs. 

Peak-Period Trip and VMT Reduction 
 
Compared to an ordinary day working in the office, teleworking reduced peak-period trips of each 
participant on a telecommuting day by 92.58% and daily VMT by 91.50%, half of which could have been 
travelled on I-394 and I-35W. Peak−period trips travelled on I-394 and I-35W by all participants were 
reduced by 96.67% on a teleworking day. 
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Graph 10 – Peak-Period Trip and VMT Reduction in Percentage 

 

 
 

Annual Reductions and Savings 
Based on the average number of days teleworked for all participants and the average daily reduction 
per person, the annual savings of eWorkPlace was estimated: 
 
• 7.46 million Vehicle Miles Travelled were reduced by teleworking, which was the total vehicle miles 

travelled by 678 individuals in one year 2

• 580,000 peak-period trips were saved, equivalent to about five weekdays’ vehicle trips carried by 
I-394. 

. Half of these miles would have been travelled on I-35W 
or I-394. 

• 240,000 peak-period trips on I-35W and I-394 were reduced by eWorkPlace participants, a significant 
contribution to congestion mitigation on these two highways. 

• Assuming the average commuting speed by driving was 40 mph, each eWorkPlace participant saved 
44 hours of commute time every year. That was a whole week of working time. 

• Based on 1.10 pounds of carbon dioxide emissions per mile traveled3, eWorkPlace participants saved 
8.14 million pounds of CO2, equivalent to planting 1,000 acres of trees4

Dollar Amount Benefit Assessment 

. 

Abundant literature discusses the benefits of telework, including: 
 
• Improvement in emergency responsiveness and continuity of operations5 
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• Office space and operating cost savings 

• Reduction of energy consumption and the associated carbon footprint 

• Reduction of vehicle tear-and-wear, congestion, and commuting time 

• Improved employee performance, work morale, employer staffing, and retention 

• Improved accommodation for persons with disabilities and those with domestic obligations 

 
These benefits can be categorized and understood in different ways. First, they were enjoyed by 
employers, employees, employees’ family members, the community, as well as the broader society. 
Second, they were reflected in different aspects of life, economically, psychologically and socially. In 
addition, they were intertwined instead of separated. For instance, the improved accommodation for 
persons with domestic obligations and the time-savings aspect of telework might be important causes of 
improved employee performance. Last but not least, some benefits such as reduction in travelling time 
were quantifiable, while others such as productivity increases were not measurable based on the survey 
data collected. 

These factors add to the complexity of conducting a cost-benefit analysis of teleworking. The study 
focused on the quantifiable trip reduction and VMT reduction and calculated the vehicle savings, time 
savings and emission savings. There were other unquantifiable but demonstrated benefits, such as 
productivity and available work hour increases explained in the previous sections. 

The same issues were present in the cost analysis of telework, which included participant recruitment and 
training, hardware procurement and maintenance, home office set-up, data collection, and evaluation. 
A prominent feature of the cost estimate was that it varied across employers and employees with different 
job responsibilities. The components of program costs were not separated; the analysis instead used the 
total project input as a general assessment of costs. 

Mn/DOT’s instruction on benefit-cost analysis6

Based on these standards, five years was used as the timeframe for benefit projection. Unlike typical 
transportation improvement projects involving infrastructure building, telework projects do not require 
major construction, but rather continuous employer interest and input in such initiatives. eWorkPlace 
recruited and developed a telework plan and provided technical consulting for over 40 employers in the 
past three years. The depreciation period for hardware such as computers and printers was expected to be 
around five years, while the software such as the telework plan and management tools could be 
continuously utilized. The eWorkPlace website, an important information hub for the project will be 
managed for another two years by the professional consultant group. Several TMOs stated that they will 
continue promoting telework as a key component of their work and some employers had showed interest 
to extend the current project over the planned eWorkPlace project period. In summary, the five year time 
frame is consistent with the actual impact of the project and other analysis being conducted. 

 stated several principles for selecting the timeframe for 
which project benefits were compared and evaluated, including 1) the timeframe should be long enough 
to capture the majority of benefits, but not so long as to exceed capabilities to develop good traffic 
information; 2) it should be consistent with that used for other analysis being undertaken for the project; 
3) it should be consistent for all alternatives. 

Table 2-1 and Table 2-2 show the summarized program benefits, consisting of vehicle and time savings 
for the whole program, and to individual participants. Based on VMT savings calculated and the 2010 
IRS mileage deduction of $ 0.5 per mile, each teleworker saved $886 in fuel and vehicle maintenance cost 
annually. This came to $3.73 million per year in vehicle costs saved by eWorkPlace. In addition, based on 
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Mn/DOT Office of Planning and Programming’s data on FY 2011 value of travelling time ($13.80 per 
hour), each eWorkPlace participant saved 44 hours of commuting each year, amounting to $2.57 million 
annual savings for the whole project. The total projected benefit of eWorkPlace is $31.5 million. 

 
Table 2-1 Program Benefit Summary 

Program Benefit Summary 
Per 
Week Per Year 5-Year 

Vehicle Savings (miles) 155,407 7,459,521 37,297,603 
Value of Vehicle Savings ($) 77,703 3,729,760 18,648,801 
Time Savings (hours) 3,885 186,488 932,440 
Value of Time Savings ($) 53,615 2,573,535 12,867,673 
Total  $131,319 $6,303,295 $31,516,474 

 
 
Table 2-2 Individual Participant Benefit Summary 
Participant Benefit Summary Per Week Per Year 
Vehicle Savings (miles) 36.90 1,771 
Value of Vehicle Savings ($) 18.45 886 
Time Savings (hour) 0.92 44 
Value of Time Savings ($) 12.73 611 
Total $31.18 1,497 

 
As part of the UPA, the State of Minnesota provided $3.2 million to fund eWorkPlace. It took about half 
a year to recover the investment. Mn/DOT Office of Capital Programs and Performance Measures 
provided in its Benefit-Cost Analysis Standard Value Tables the discount rate for the year of 2009 at 2.9 
percent. Using this number, the present value of program benefit for the starting year of 2009 was 
calculated. 

 

Present Value of Benefit = YearsofNumberRateDiscount
BenefitAnnual

)1( +
∑  = $28.9 million 

Therefore, the Benefit-Cost Ratio was 9.05 ($28.9 million/$3.2 million), which is greater than 1, meaning 
eWorkplace was economically justified. 

Lessons Learned 
1. A statewide telework initiative can provide a positive return on investment (ROI). Based on a 

program evaluation conducted by the University Minnesota, eWorkPlace benefits from travel time 
saving and vehicle costs amounts to over $6.3 million annually. The state’s $3.2 million investment 
was recouped during the first two years of implementation. The program had an ROI of about 2 to 1 
after one year of full participation. Over a 5−year horizon, eWorkPlace is estimated to yield a 9 to 1 
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return−on−investment (ROI), which does not include productivity, environmental or quality of 
life gains.  

2. Based on fewer trips and the reduction in VMT, eWorkPlace participants save a total of 8.2 million 
pounds of CO2 annually, which is equivalent to planting 1,000 acres of forest and a value of emissions 
savings of approximately $120,880. 

3. Most eWorkPlace employers plan to continue or expand their telework programs. More than 93% of 
employers surveyed stated that they plan to continue their telework program and two-thirds plan to 
expand their existing program.  

4. While it is difficult to quantify employee productivity gains as it relates to teleworking, qualitatively 
nearly three-fourths of eWorkPlace employers surveyed felt that productivity generally increased as a 
result of implementing a telework program.  

5. Recruitment of eWorkPlace employers can be a long process due to the many technical and cultural 
factors that an employer must consider. Having a strong internal champion as well as the support of 
top leadership is critical to adopting supportive telework policies and successfully launching an 
eWorkPlace program. In addition, some participants noted that it is critical to set clear goals and 
expectations for teleworking. 

6. From an employer’s perspective, implementing a telework policy often presents more of a cultural 
challenge than a technical challenge. Much smaller number of employers requested technology 
consulting. Some participating employers noted that there may be a negative perception toward 
teleworking, but these perceptions change over time as supervisors and employees become more 
comfortable with the arrangement.  

7. When starting a telework program, it can be helpful to begin with a small pilot program to build 
support and familiarity before implementing a larger scale deployment. Based on data collected from 
eWorkPlace, typical pilot programs range from 5 to 10 employees for smaller organizations and 20 to 
30 for larger employers. Trial program lengths typically range from 3 to 9 months. 

8. There are numerous resources and tools available to support the implementation of a telework policy 
(i.e., training information, sample policies, guidelines, etc.). Participants found using these resources 
to be helpful when launching a new telework program. 

9.  From an employee perspective, the availability of a telework option can increase job satisfaction and 
boost productivity. Based on data collected by eWorkPlace, the average participant teleworks 1.5 
days per week, which represents nearly 3 commute trips eliminated every week. Many participants 
reported an increase in productivity as a result of teleworking due to fewer distractions. Several 
employers reported they are more resilient and better equipped to respond to unexpected disasters. In 
addition, participants generally felt that teleworking supports an improved work/life balance. 

Exceeding Expectations Results Event 
On June 21, 2011, the eWorkPlace Exceeding Expectations Event was held at the Humphrey School of 
Public Affairs to share and recognize the achievements of the program and the participating employers. It 
was a chance to honor the star employers participating in eWorkplace, appreciate the effort made by 
project partners, exchange experience and ideas, as well as look forward to future opportunities of 
telecommuting in Minnesota. Over 80 people attended the event, including employer and employee 
representatives, policy makers, partner organizations and other stakeholders. The event was covered by 
Minnesota Public Radio on the same day, with follow-up coverage by WCCO and a number of other 
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media outlets.  A follow up event to be sponsored by Minnesota Public Radio and the Citizens League is 
scheduled to be held at the Varsity Theatre on July 12, 2011. 

A summary of the event as well as the event constant contact invitation and agenda are included in 
Appendix 21. 

Awards 
The eWorkPlace program received the TeleVision award from the National Telework Exchange and an 
Honor Award from the Minnesota Chapter of the American Council of Engineering Consultants. A press 
release and other award information is provided in Appendix 22. 

Ongoing Research 
The University of Minnesota Humphrey School will be conducting an ongoing research project to analyze 
the bottom-line benefits (e.g. increased worker productivity, facility cost savings and savings related to 
worker recruitment and retention) of implementing workforce flexibility for employers. The researchers 
are partnering with 3 to 5 organizations that are implementing a flexible work policy at the departmental 
or organizational level. They will work with each organization to develop individualized measurements of 
productivity, retention and facility costs/savings, with the goal to measure these three elements over time 
using a baseline test and post-test. The research methodology includes using two instruments. The first is 
an employee survey on employee perceptions of productivity, job satisfaction, and retention. The second 
is collecting organization-, unit-, and employee-level data on productivity, retention, and facility cost 
savings. The perception of effectiveness of the policy through interviews with management-level 
employees will also be conducted. This research project is expected to be completed by summer 2012. 
The eWorkPlace program is also part of a larger, ongoing UPA evaluation described in the UPA Test Plan 
document in Appendix 23. 

Sustaining eWorkPlace 
Beyond the existing eWorkPlace project, which ends on June 30, 2011, there are a variety of issues and 
opportunities to consider for sustaining the eWorkPlace Program. These issues and opportunities are 
categorized into four areas: institutional, funding, legislation and partnerships. 

Institutional 
Institutionalizing the eWorkPlace brand and concept into established organizations, planning processes, 
and funding streams will be critical to its long term sustainability. The leadership of the State and Local 
Policy Program at the Humphrey School’s was key to the overall success of eWorkPlace. As with many 
other ideas and concepts that are incubated at the University of Minnesota, long-term sustainability of 
these concepts resides outside of the academia. Thus, it is vital for the university experts to transfer their 
expertise, knowledge, and capabilities to others. As stated earlier, employees are very interested in 
telework but there is a resistance on the part of the employers to embrace telework. The resistance is 
mostly cultural as well as concern about bottom line benefits of telework; there is paucity of independent 
research on bottom line benefits. It will be helpful to conduct that research and communicate the result to 
employers to overcome the resistance. 

The involvement of Metro Transit and the four other regional Transportation Management Organizations 
(TMOs) in eWorkPlace was key to institutionalizing eWorkPlace. The integration of telecommuting into 
the services provided by TMOs will ensure that it is a congestion mitigation strategy that continues to be 
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promoted and encouraged in the region. In addition, the active involvement of the Metro Transit’s parent 
organization, the Metropolitan Council, at the regional policy and funding levels is needed.  

 
Funding 
Under the current state funding climate, it is difficult to expect continued state general funding of 
eWorkPlace. Thus, alternative funding through federal sources such Congestion Mitigation and Air 
Quality Improvement Program (CMAQ) and Surface Transportation Program (STP) should be 
considered. In other regions, including Houston, Atlanta, and Washington D.C., these funds are used to 
support telework initiatives. It is noteworthy that these regions are in air quality non-attainment status and 
thus have heightened requirement to fund congestion mitigation measures such as telework. Another 
approach has been for states to provide direct tax credits or rebates to qualified employers as an incentive 
to implement telework practices. The effectiveness of such tax incentives has not been evaluated and 
should be carefully considered. 

Legislation 
On December 9, 2010, during implementation of eWorkPlace, President Obama signed into law H.R. 
1722, the “Telework Enhancement Act of 2010” (see Appendix 24). This law directed federal agencies to 
develop telework policies and support the adoption of teleworking within federal agencies where possible.  
Key specific provisions of the Telework Enhancement Act of 2010 include: 

• Requires the head of each executive agency, in consultation with the Office of Personnel 
Management (OPM), to establish a teleworking policy within 180 days of enactment; determine 
the eligibility of all employees of the agency to participate in telework; and notify employees of 
their eligibility to telework.  

• Requires that the telework policy ensure that telework does not diminish employee performance 
or agency operations; requires a mandatory written agreement outlining the specific work 
arrangement that is agreed to between management and employee; and, provides that an 
employee may not be authorized to telework if performance of that employee does not comply 
with the terms of the written agreement between management and employee.  

• Creates in each agency a Telework Managing Officer, designated by the agency’s Chief Human 
Capital Officer, who serves as the primary resource and point of contact in developing and 
implementing a plan to incorporate telework into the agency's regular business and continuity of 
operations’ strategies.  

There is existing state policy propagated by the Minnesota Department of Administration. The state 
should consider the necessity of updating this policy as well as look for opportunities to increase the 
number of state employees that telework.  

 
Partnerships 
Success of eWorkPlace was premised on creating a win-win partnership between public, non-profit and 
private sector organizations. This is exemplified by the composition of the project management team as 
well as the 48 participating employers. The long term sustainability of eWorkPlace will require the 
continued partnership of public, private and non-profit sector organizations. 
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A notable advocate for eWorkPlace is the Citizens League, a prominent and well-respected non-partisan, 
civic engagement organization in Minnesota. The Citizens League helped to obtain the initial $3.2 million 
in state general funds for eWorkPlace and has continued to support the concept of telework. Their ability 
to partner with the University of Minnesota, policy makers and businesses leaders to convene 
conversations about the future of eWorkPlace will be key. In addition, the Citizens League had assembled 
a group to focus on telework related issues and this group would advocate for teleworking in the 
following years. 

At the Exceeding Expectations event on June 21, 2011, State Representative Frank Hornstein praised the 
multifaceted benefits of eWorkplace and focused his comment on the politics of telework in Minnesota. 
He described telework as the “cause for optimism” and one of the few issues to bridge the partisan 
divides. 
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1 The Metropolitan and State demographic data came from: 
http://factfinder.census.gov/servlet/ADPTable?_bm=y&-geo_id=04000US27&-
qr_name=ACS_2006_EST_G00_DP2&-context=adp&-ds_name=&-tree_id=306&-_lang=en&-redoLog=false&-
format=  

2 The individual VMT data came from: 
http://www.dot.state.mn.us/traffic/data/reports/VMT%20Trends%20by%20District%20in%20Minnesota.pdf  

3 The average carbon dioxide emission per mile data was obtained from Sightline Institute: 
http://www.sightline.org/maps/charts/pollu_co2transp_ooh  

4 The data on CO2 absorption of trees was obtained from: http://www.coloradotrees.org/benefits.htm#carbon  

5 The Benefits of Telework by Telework Exchange: http://archive.teleworkexchange.com/pdfs/The-Benefits-of-
Telework.pdf  

6 http://www.dot.state.mn.us/planning/program/benefitcost.html  
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Exceeding Expectations!
A New Way to Stimulate the Economy.



What do Ecolab, Hennepin County, fairview 
Health Services, Medtronic, SUPERvAlU and 
Aveda have in common?
They are all successful eWorkPlace participating employers! eWorkPlace is a ground-breaking, state-sponsored, 

telework program. It is a true public-private partnership, where the public sector provides incentives, education 

and support to employers who commit to creating a Results Only Work Environment (ROWE) or allow fl exible 

work arrangements that lead to real bottom-line benefi ts for employers, employees and the community.

eWorkPlace demonstrates that fl exible work is a win-win concept.  It is shown to help reduce congestion 

during peak periods; increases employee productivity and voluntary retention; reduces real estate costs for 

employers; saves employees time and money while boosting quality of life; and reduces greenhouse gas emis-

sions and the need for costly infrastructure investments for our community.  More than 4,200 employees from 

48 Minnesota employers participated in eWorkPlace from June 2009 to June 2011.

Based on a program evaluation conducted by the University Minnesota, eWorkPlace benefi ts from travel time 

saving and vehicle costs amounts to over $6.3 million annually.  The state’s $3.2 million investment was 

recouped during the fi rst two years of implementation.  Over a 5-year horizon, eWorkPlace is estimated to yield 

a 9 to 1 return-on-investment (ROI), which does not include productivity, environmental or quality of life gains. 

Productivity Gains  
Nearly three-quarters of participating employers feel that productivity has increased as a result of teleworking.  

Ecolab’s Information Technology department found a 16% increase in the number of calls answered, a 10% 

increase in Quick Call resolution, and a 3% increase in availability.  Hennepin County reported that their case 

workers realized a 9% increase in processing cases and a 77% decrease in unprocessed in-basket items.  Over 

two-thirds of the eWorkPlace survey respondents felt their productivity increased, while less than 2% felt a 

decrease in productivity.  Ninety-Three percent of the 48 eWorkPlace employers plan to continue or expand 

their telework programs.  

Congestion Relief  
On average, eWorkPlace participants work remotely between 1 to 2 days per week, which saves around 

150,000 vehicle miles of travel per week.  That’s a savings of over 7 million vehicle miles per year. 

Pollution Mitigation.  eWorkPlace participants save approximately 8.2 million pounds of CO2 annually, 

which is equivalent to planting around 1,000 acres of forest.

Employee Benefi ts
eWorkPlace participants on average save about 1 hour in commute time per week.  Over the course of a year, 

this represents over 44 hours (more than a work week) of otherwise idle, car time to spend with family, exer-

cise, and volunteer in the community.  In addition, eWorkPlace participants avoided an estimated $3.7 million 

in vehicle costs annually by working remotely.  That is an $886 annual saving per participant in gas and vehicle 

maintenance7 plus approximately $611 in time savings9 for a total annual savings of almost $1,500.
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Program Partners
Through eWorkPlace, Twin Cities employers have two program options. 

The first includes more traditional telework practices and is administered  

by Metro Transit and the Transportation Management Organizations (TMOs). 

The second involves a more dramatic cultural shift by adopting a Results-

Only Work Environment (ROWE).

Metro Transit and TMOs

Created as public-private partnerships, TMOs work to promote congestion 

mitigation strategies and advocate for environmentally sound transportation  

policies to assure continued and orderly economic growth. TMOs also work 

to increase employer/employee participation in transportation solutions and 

advance public policies and practices. As program partners, the TMOs play a 

critical role in promoting employer participation in eWorkPlace. Twin Cities 

TMOs are:

•	 Metro Transit

•	 Commuter Services 

•	 Anoka County TMO

•	 Downtown Minneapolis TMO

•	 Saint Paul Smart Trips

Results-Only Work Environment (ROWE)

ROWE is a radical, commonsense rethinking of how people work and 

live. In a ROWE, people focus on results and only results. Companies that 

embrace ROWE enjoy increases in engagement and productivity as people 

make better decisions about when and where they work. 

State of Minnesota 

The State of Minnesota received $133 million from the USDOT as part of 

the Urban Partnership Agreement (UPA) to reduce congestion through the 

application of technology, transit, and telework. The State provided $3.2 

million to fund eWorkPlace.

Minnesota Department of Transportation and Humphrey School of 

Public Affairs

Mn/DOT partnered with the University of Minnesota Humphrey School of 

Public Affairs to manage the eWorkPlace project and consultant team. The 

Humphrey School of Public Affairs also led the evaluation and reporting 

phases of the project.
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A Smart Business Strategy

Giving Minnesota a Competitive Advantage

eWorkPlace is a business strategy and work process that is focused on 

telework and the Results-Only Work Environment (ROWE), both of which 

increase productivity, innovation, and effi ciency, which ultimately boosts 

the bottom line. 

Tools Provided to Minnesota Employers

eWorkPlace provides free, online tools to help employers implement their 

telework program. In addition, eWorkPlace provides nationally recognized 

consultants who have worked with dozens of Minnesota employers to 

establish telework programs. From training managers to choosing the right 

technology, these services helped jumpstart eWorkPlace employers. The 

following tools are provided by eWorkPlace:

Manager’s Guide to Telework contains facts, questionnaires, tips, 

and processes crucial to establishing a telework program.

Telework and Quickstart Advice contains suggestions for customizing 

your telework strategies.

Quickstart Telework Agreement is a tool for managers and telework-

ers to mutually and quickly determine and agree on effective telework 

arrangements.

Telework Discussion Application assists the potential teleworker and 

supervisor in analyzing the various considerations for telework.

Telework implementation Steps contains a general planning guide 

for implementing telework.

Telework Policy Agreement contains a guide to develop either com-

pany policy or an individual agreement that the manager and teleworker 

sign.

 

Participating eWorkPlace 
Employers (as of June 2011):

Allina Hospitals and Clinics

Anoka County

Augsberg Fortress

Aveda Corporation

Behavioral Medical Interventions

BioScrip

Campbell Mithun

Carmichael Lynch

Carver County

Catholic Charities 

City of Minneapolis (BIS)

Commuter Services 

CSM Corporation

Design 1

Ecolab

EMA, Inc.

Eureka Recycling

Fairview Health Services

Global Citizens Network – International 
Student Exchange

Global Tax Network

Greater Twin Cities United Way

Hennepin County Human Services and Public 
Health Department (HSPHD)

Interactive Retirement Systems

Intermediate School District 287

Lifetrack Resources

Lutheran Social Services

Macalester College

McGladrey

Medtronic

Metro Transit

Metropolitan Council

Minneapolis 311

Minnesota Department of Administration

Minnesota Department of Transportation

Minnesota Pollution Control Agency 

MMIC Group

RESOURCE, Inc.

Service 800

ShopNBC

SUPERVALU

TempForce

TURCK, Inc.

U.S. Bank

Valspar

Vesta Valuation

Welsh Companies

Western National Insurance Group

Wilder Foundation
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Community Benefits:

 •  Improved air quality

 • Increased Energy conservation

 •  Improved highway safety

 •  Reduced number of rush hour work trips 
and congestion

 •  Maximized infrastructure investment

 •  Reduced green house gas emissions and 
carbon footprints

Employer Benefits:

 • Increased employee productivity

 • Enhanced recruitment and retention

 • Greater geographic flexibility

 • Reduced cost of real estate and overhead

 • Reduced absenteeism

 • Expanded access to talented people

 • Better resiliency – economic and disaster

 •  Opportunity to provide employees  
soft dollar perks

Employee Benefits:

 •  Reduced drive time

 •  Saved money on gas and parking

 • Greater productivity

 •  Enhanced quality of life and better work/

life balance

 • Reduced cost of living expenses

 •  Greater economic opportunity for lower 
income households and people with  
disabilities

 

E v E RyO n E  B E n E f i T S 
f R O M  E W O R k P l A C E

eWorkPlace is truly a win-win-win for  
 employers, employees and the community. 

A survey released in 2008 by the Computing 

Technology Industry Association (CompTIA) 

found that more than two-thirds of 

companies believe telework has led to greater 

productivity, lower costs, and better recruiting 

and retention.

Three-fourths of eWorkPlace employers 

surveyed reported a general increase in 

productivity as a result of teleworking. None 

reported a decrease in productivity.

eWorkPlace participants reported an increase 

in productivity as a result of teleworking, due 

to fewer distractions. In addition, participants 

generally felt that teleworking supports an 

improved work/life balance.

A 1% increase in the number of traditional 

teleworkers in Minnesota would mean:

•	 14,650 fewer commute  

trips each day

•	 1 million fewer vehicle  

miles traveled per week

•	 47.8 million fewer vehicle  

miles traveled per year

•	 1.1 million fewer pounds  

of CO2 emitted per week
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Measures and Results

A key component of the eWorkPlace program is to measure and evaluate the 

impacts of telework for the community, businesses, and individual participants. 

While planning for the program has been underway since the Minnesota 

Legislature appropriated funding during the 2008 session, the offi cial program 

was launched in March 2009 (see timeline below). 

eWorkPlace’s goal was to enroll 2,700 participants who would work remotely 

at least one day per week. The Urban Partnership Agreement (UPA) stipulated 

a federal requirement to recruit 500 telework participants. As of June 2011, 

the program has more than 4,200 participants, representing 48 Twin Cities 

employers (see sidebar on page 4). These employers range from small busi-

nesses such as Design 1 with less than 10 employees, to Ecolab with 26,000 

employees worldwide. They also include public agencies such as Hennepin 

and Carver Counties and the Minnesota Department of Transportation, non-

profi ts such as Fairview Health Services, and for-profi t companies such as U.S. 

Bank and Valspar.

With the focus on leveraging telework as a tool to fi ght congestion and provide 

a value-added benefi t to Twin Cities employers and their employees during the 

economic downturn, the following measures were developed to track program 

results.

Community Benefi ts 

A. Participants 

About 5% of all Minnesota workers are engaged in teleworking1. 

With a total workforce of 2.7 million people, there are currently about 130,000 

teleworkers in the state. 

There are currently about

130,000 teleworkers in the 

state of Minnesota.

4,212 as of 
June 2011
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FAIRVIEW ADOPTS ROWE
Becomes fi rst eWorkPlace 
employer. Valspar and HSPHD 
become the 2nd and 3rd in May

PUBLIC 
LAUNCH
of eWorkPlace 
website and 
media campaign

Number of 
eWorkPlace 
Participants

FIRST TEN EWORKPLACE 
EMPLOYERS
By October, 10 employers and nearly 
2,000 participants: Carver County, 
Minneapolis 311, Interactive Retirement 
Systems, Ecolab, Resource Inc., EMA, Inc., 
Service 800

2,100+ PARTICIPANTS AND 20 
EMPLOYERS
Continued employer recruitment 
with the addition of Medronic, 
MPCA, ISD 287, ShopNBC, 
United Way, Behavioral Medical 
Interventions, Tempforce, Design 1, 
MMIC Group, and U.S. Bank

M A R C H - M Ay  2 0 0 9 J U n E  2 0 0 9 S U M M E R - f A l l  2 0 0 9 W i n T E R  2 0 0 9 - 2 0 1 0

GOAL: 2,700
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More than 4,200 participants as of June 2011, who 
on average save  8.2 million pounds of CO2  

emissions annually by teleworking. This is equivalent 
to planting 1,000 acres of forest3 and a value of 
emissions savings of approximately $120,8804.    
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RESULTS EVENT
eWorkPlace reaches 48 
employers and more than 
4,200 participants

2,400 PARTICIPANTS 
AND 30 EMPLOYERS
Addition of Mn/DOT, Aveda, 
and Catholic Charities

PROGRAM 
SUMMARY REPORT
Report documents 
initial evaluation results 
and presents fi ndings

MINNESOTA TELEWORK MONTH
April 2010 offi cially declared telework month by Governor 
and Mayors of Minneapolis, Saint Paul, Burnsville, and 
Bloomington. Telework Twin Cities event to encourage 
telework at least one day a week during a two-week period

EWORKPLACE WINS NATIONAL AWARD
Tele-Vision Award from Telework Exchange, a national 
public-private partnership that promotes telework
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Measures and Results
Community Benefi ts (continued)

B. Trips Reduced

The most effective means to reduce congestion is to reduce the number 

of vehicles on the road during peak travel periods (6 am–9 am and 3 pm–

6 pm). Based on driver behavior and traffi c patterns, a small reduction in vehi-

cles during rush hours has an exponential effect on congestion.

On average, eWorkPlace participants work remotely 1.5 times per week5, 

which is the equivalent of 3 commutes. Thus, all teleworkers in Minnesota 

eliminate an estimated 78,000 commute trips each day from Minne-

sota roads. That’s equal to the number of vehicle trips carried by Highway 

77 (Cedar Ave) on a typical weekday. The environmental and social impacts 

coupled with the costs associated with building new freeway capacity in the 

Twin Cities make reducing peak period trips an important method of manag-

ing congestion.

In addition, teleworkers take 80% fewer trips during the work day and 93% 

fewer peak period trips compared to non-teleworkers. eWorkPlace participants 

avoided making 11,350 additional vehicle trips per week by teleworking6.

C. Vehicle Miles Traveled (VMT) Reduced

The average roundtrip commute in the Twin Cities is 30 miles1. Based on data 

collected by eWorkPlace, people who telecommute reduce their total daily 

VMT by 92% versus non-teleworkers. Thus, on average, eWorkPlace partici-

pants save a total of 155,400 vehicle miles of travel per week, equaling 

a savings of 7.5 million vehicle miles per year3.

D. Emissions Reduced

Based on fewer trips and the reduction in VMT, eWorkPlace participants save 

a total of 8.2 million pounds of CO2 annually2, which is equivalent to plant-

ing 1,000 acres of forest3 and a value of emissions savings of approximately 

$120,8804.

Teleworkers reduced 
their daily VMT by 92%

vs. non-teleworkers
on telework days

means 8.2 million
fewer pounds of CO2 
released each year

4,212
eWorkPlace
Participants

which is equivalent 
to planting 1,000 

acres of forest

=

-92%

 Teleworkers 
take 80% 

fewer trips 
during the day

 Teleworkers 
take

93% fewer 
daily trips 

during peak 
hours

= =

-80% -93%
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Employer Benefits

Data collected by eWorkPlace shows that although employee productivity is 

difficult to quantify, nearly three-fourths of employers feel that produc-

tivity has generally increased as a result of teleworking. 93% plan to 

continue or expand their telework programs. 

Participating employers have experienced positive results from participating 

in eWorkPlace with regard to greater productivity, lower facility costs, and 

better recruiting and retention. 

•	 Ecolab’s Information Technology department found a 16% increase 

in the number of calls answered, a 10% increase in Quick Call 

resolution,and a 3% increase in availability. 

•	 Lifetrack Resources saw an increase in staff retention, a reduction in sick 

time usage, and a drop in mileage reimbursement during its telework trial. 

Over a two-month period, mileage claims fell by $125.25 and sick 

time usage dropped by an average of 25 hours. 

•	 A survey of participants at Macalester College found that 87% of respon-

dents felt that the benefits of telecommuting included fewer distractions 

and interruptions as well as an increase in productivity. 75% reported 

that they were able to better manage their work load. 

•	 An internal survey of Mn/DOT participants reported a significant increase 

in productivity and employee morale as well as a substantial decrease in 

absenteeism and stress levels. 95% of respondents noted seamless 

customer service between days in the office and telework days. 

•	 Fairview Health Services saw a 50% decrease in overtime hours as a 

result of its telework program, and Carver County saw a positive effect 

on productivity. 

In addition to the benefits discussed above, eWorkPlace also gives employ-

ers an opportunity to offer a soft-dollar perk, providing participants quantifi-

able benefits that add to their overall compensation package. 

More detailed results from these organizations, and other participating 

eWorkPlace employers, are highlighted on pages 11–19.

More than two-thirds of 
participating companies 
believe telecommuting has 
led to greater productivity, 
lower costs, and better 
retention.

Three-fourths of eWorkPlace 
employers surveyed reported 
a general increase in 
productivity as a result of 
teleworking. None reported 
a decrease in productivity.
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1 US Census Bureau 2005-2009 American Community Survey 5-year estimates.
2 Based on 25 fewer miles traveled per telework day and a fuel economy of 20 mpg.
3 Based on statistics published in Our Ecological Footprint. Wackernagel, Mathis and Rees, William.
4 Based on a rate of $34/ton of CO2. Provided by FHWA as part of their TIGER grant program.
5 Based on data collected by eWorkPlace.
6 Assumes teleworking an average of 1.5 times per week and 48 work weeks in a year.
7 Based on 25 fewer miles traveled per telework day times the 2010 IRS deduction of $.50 per mile.
8 Based on 25 fewer miles traveled per telework day at an average travel speed of 40 miles per 

hour and 48 work weeks in a year.
9 Based on FY 2011 value for dollars per person hour ($13.80), provided by the Mn/DOT Offi ce of 

Planning and Programming.

Measures and Results
Employee Benefi ts

Based on data collected by eWorkPlace, the average participant saves more 

than $18.45 per week in fuel and vehicle maintenance costs7. Annually, 

this comes to about $886 per teleworker. eWorkPlace participants 

avoided an estimated $3.7 million in vehicle costs annually by tele-

working. These avoided vehicle costs are based on the IRS standard rate 

and do not include other potential savings or costs from parking, eating 

out, and other business-related expenses. 

In addition, individual eWorkPlace participants save approximately 55 min-

utes in commute time per week by teleworking. Over the course of a year, 

this represents over 44 hours (more than one work week) of time to 

spend with family, exercise, invest in professional growth opportunities, and 

volunteer in the community8. The average annual value of this time savings 

is approximately $611 per teleworker9. The total participant benefi t is 

about $1,500 annually for vehicle cost and time savings.

Employees also achieve considerable qualitative and quantitative benefi ts 

from teleworking. A WFD/Harris Interactive study found that more than 

two-thirds of teleworkers rated their work-life balance “better” or “much 

better” than it was when they commuted daily to the offi ce. Over two-

thirds of eWorkPlace participants reported an increase in productivity as 

a result of teleworking, due to fewer distractions. In addition, partici-

pants generally felt that teleworking supports an improved work-life bal-

ance and reduces stress. 

Program Benefi t Summary

Per Week Per year

Vehicle Savings 155,400 miles 7,459,000 miles

Value of Vehicle 
Savings $77,700 $3,729,600

Time Savings 3,885 hours 186,500 hours

Value of Time 
Savings $53,615 $2,573,500

TOTAl $131,315 $6,303,100

Participant Benefi t Summary

Per Week Per year

Vehicle Savings 36.9 miles 1,771 miles

Value of Vehicle 
Savings $18.45 $886

Time Savings 55 minutes 44 hours

Value of Time 
Savings $12.73 $611

TOTAl $31.18 $1,497
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Carver County, Minnesota

Carver County is located southwest of the Twin Cities and is the least  

populated of the seven metro counties. However, it is Minnesota’s fourth 

fastest growing county with an estimated 2008 population of 90,000, 

which is expected to more than double by 2030. The County was eager  

to learn more about eWorkPlace, which could change the way both employ-

ees and residents work. 

“We really like the fact that this partnership is looking forward  

and using technology to benefit our businesses and communities.  

in fact, it’s already a proven model in markets such as Atlanta, 

Houston, Washington, D.C. and others,” said Tom Workman, Carver 

County Commissioner. “Businesses benefit by an increase in productivity,  

improvements in recruiting/retention, and free training/tips on how to effec-

tively run a telework program.”

Carver County Administrator David Hemze delivered this message to county 

employees: “Carver County will engage in the Urban Partnership 

Agreement — eWorkPlace Telecommuting Project in order to increase 

telecommuting and flexible work options for employees. This project 

will enable Carver County to increase our business results, reduce 

employee commute time and distance, and reduce the need for addi-

tional office space and parking expansion.”

“The benefits list goes on for businesses and their employees, but in Carver 

County we see many more benefits to the program,” says Randy Maluchnik, 

Carver County Commissioner. “less commuting for our residents, 

means more people running errands, eating lunch and shopping 

right here in our community rather than at businesses near their 

far-away workplace. We see it as a potential boost to our coun-

ty’s economic health, which might be coming at a perfect time for  

many of our small businesses.”

Results

Carver County saw positive benefits for both employees and the organiza-

tion as a result of their telework pilot. 

•	 90% of pilot participants reported an increase in productivity 

•	 85% of supervisors felt telework had a positive effect on productivity

•	 100% of co-workers surveyed felt that teleworkers were generally acces-
sible and responsive

•	 90% of supervisors felt that the agency will benefit from telework

AT-A-GlAnCE

Commissioners:
Randy Maluchnik 
Tom Workman 

James Ische 
Gayle Degler 

Tim Lynch

County Administrator:  
David Hemze

no. of Employees: 
640

no. of Participants:
30-50

It is estimated that a 
Carver County teleworker 
will save $1,000+ a year in 
automobile expenses and 
close to $6,500 if other 
savings, such as office 
space, parking, and other 
infrastructure costs,  
are considered.
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Ecolab

Ecolab, a Fortune 500 company, is a Saint Paul business specializing in clean-

ing, sanitizing, food safety, and infection control products and services. The 

company began a telework pilot program in their IT group in January 2009. 

Subsequently, the company partnered with eWorkPlace in June 2009, because 

of the expertise eWorkPlace provided in helping recruit large groups of tele-

work employees within a business. “The consulting services that eWorkPlace 

offered were invaluable to the development of our program,” said Micah 

Vono, IT Communications and Knowledge Management.

The goal of Ecolab’s telework program is more about meet-

ing or exceeding business objectives through an alternative work 

arrangement, which is fl exible and convenient for the employee 

and the business alike. 

Ecolab is monitoring the success and measurable effects of their program. 

Because the IT group’s output is very measurable, the company quickly knew 

if telework was succeeding from a business standpoint. On a personal level, 

Ecolab encourages their teleworkers to keep in regular contact with each other 

and their supervisors. This helps to assess whether or not the arrangement is 

meeting the teleworker’s needs, along with the overall business objectives of 

the company.

“Telecommuting has reduced the amount of time i spend driving and 

allows me to use this time in a more productive way...” said Jose Jaen, 

a service desk associate. Diane Kapsner, also a service desk associate, said, 

“The hour that i spent driving to and from work, i can now spend doing 

things with my family...i am much more relaxed when dealing with 

users and my performance has improved since telecommuting.”

Results

Ecolab’s pilot telework program had increases in every area of performance 

when an associate worked from home vs. traveling to the offi ce. As a result, tele-

workers answered more calls when working from home, were more available, 

and seemed happier overall. At the end of a three-month evaluation period, 

Ecolab reported the following for employees working from home:

•	  16% increase in the number of calls answered

•	  10% increase in Quick Call Resolution 

•	  4.5 customer satisfaction rating on a 5.0 scale

•	  3% increase in availability 

“ Telework is a win-win 
situation — a good fi t for 
the telework associate as 
well as our department.” 

– Micah Vono, 
IT Communications and 

Knowledge Management

AT-A-GlAnCE

Headquarters:
Saint Paul, MN

Total employees:
26,000 associates

2008 Global Sales:
$6 billion

2008 net income: 
$448.1 million
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fairview Health Services

Fairview Health Services, a regionally integrated healthcare network, part-

nered with CultureRx to implement a Results-Only Work Environment 

(ROWE) and shift the way employees and managers approach work.  

Fairview IT employees and managers began participating in ROWE in January 

2009 and completed an assessment in August 2009 to determine improve-

ments in stress, well-being, and expectations.

Managers and employees showed improvements in their work, with  

significant improvements in spending less time in unproductive meetings. 

Managers were more open to honest input from employees, and employees  

reported that their manager was also more open to honest input. A manager  

stated this about the new work arrangement, “Work that doesn’t add 

value to the outcome has fallen away. Employees are given the free-

dom to work whenever they need to; you can see their joy in having 

more space to balance life/work.” 

Similarly, an IT employee stated, “i am able to do 95 percent of my job 

from anywhere and i feel management fully supports me to do my 

job wherever, whenever, as long as the work gets done.” 

Results

Fairview documented improvements in all areas of work for both managers 

and employees, including less stress, better well-being, higher expectations,  

and improved relationships. The company also noted improvements in over-

time and commuting trends, including:

•	 50% decrease in overtime hours

•	 3.6% decrease in the average number of trips made by employees  

during rush hour

“ I’m able to do my work when 
I choose…I love not having 
to fight rush hour traffic 
every day. I get an extra hour  
of sleep and an extra hour  
of work, just by eliminating  
my drive on 35W.” 

– Fairview IT Employee

AT-A-GlAnCE

Program Sponsor: 
Terry Carroll

founded:  
1906

Office locations:  
Minneapolis, Wyoming, 
Maple Grove, Princeton, 

Red Wing, Burnsville, 
Edina, Hibbing

Clinics: 
48 throughout Minnesota

no. of Employees: 
22,000

no. of Participants: 
350
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Hennepin County Human
Services and Public Health
Department (HSPHD)

HSPHD is a participating eWorkPlace employer that began working 

with CultureRx in February 2009 to implement a Results-Only Work 

Environment (ROWE). Employees from all levels and job classes in HSPHD — 

a public agency that provides a variety of public assistance, public health, 

and social services to clients throughout Hennepin County — are excited 

about the opportunity to participate in ROWE’s groundbreaking strategy. 

The strategy sought to increase work effi ciencies, and provide transportation 

and environmental benefi ts to the region. 

Managers support ROWE because of the benefi ts it provides to the 

agency, including increased productivity and staff resiliency. Early results 

from HSPHD’s Eligibility Supports (ES) service area, which accepts and 

processes client applications for cash, food, and medical assistance, have 

been positive. ES team employees are processing cases at a rate of 95% 

with “no lapse in service” — a 9% increase since August. In-basket 

numbers decreased from 1,300 items to approximately 300 over 

a three-month period, and items are being completed within fi ve days 

of receipt. As a result, paperwork redundancies and processing delays 

are decreasing as well.

ES team employees appreciate the positive effect their migration to 

ROWE has had on the clients they serve as well as their own quality of 

life. “i think ROWE is the best way to work for staff while providing 

excellent service to clients and children,” stated one ES employee. 

Other HSPHD employees have voiced their support for the work-life 

balance ROWE has helped them to achieve. “Work fi nally complements 

my life style; it is not a burden and an obstacle around which i am 

forced to live my life, raise my children, etc. i value what i do, am 

more conscious about how i do work, and what kinds of results 

i produce,” stated an employee. 

HSPHD Eligibility Supports Results

•	 95% case-processing rate

•	 77% decrease in unprocessed in-basket items

•	 9% increase in processing cases from August to December

“ I have noticed that the 
response time of my staff 
has improved, and this 
past month’s [October’s] 
outcome measures have 
improved as well.” 

– HSPHD, Eligibility
Support Manager

AT-A-GlAnCE

HSPHD Director:
Dan Engstrom

Offi ce locations: 
Various sites throughout 

Hennepin County

no. of Employees:
2,800 

no. of Participants:
500 (an additional 

900 participants are 
scheduled to enter ROWE 

in February 2010)
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 “The eWorkPlace 
trial program gave us 
resources and advice 
on how to evaluate 
our program. These 
resources were invaluable 
in developing a wider 
telework proposal for the 
college.” 

– Suzanne Savanick Hansen, 
Sustainability Manager

Macalester College

Macalester is committed to being a preeminent liberal arts college with an 

educational program known for its high standards for scholarship and its 

special emphasis on internationalism, multiculturalism, and service to soci-

ety. The college is located in Saint Paul and has 1,900 students and 557 

faculty and staff. The college joined eWorkplace in July of 2010 to help 

evaluate three teleworking pilot projects. The College’s Sustainability Office 

collaborated with eWorkplace to develop a survey for the telework partici-

pants and non-teleworking staff in the same department. 

The survey results show that telework significantly increased productivity by 

offering a time free of office distractions to work on projects. Supervisors in 

the pilot project also noted a more streamlined work flow because telework 

days were scheduled. As a result of the pilot project results, a draft telecom-

muting policy is under review for the operations area of the college. Train-

ing information is also available for staff and supervisors about telework. 

Sustainability Manager Suzanne Savanick Hansen notes “The eWorkPlace 

trial program gave us resources and advice on how to evaluate our 

program. These resources were invaluable in developing a wider 

telework proposal for the college.” 

Results

Based on an internal survey, Macalester saw better work load management 

and increased productivity.

•	 87% reported fewer distractions and interruptions as well as an increase 

in productivity

•	 75% reported better work load management 

•	 63% noted enhanced ability to meet deadlines

•	 50% cited better work/life balance and less stress

AT-A-GlAnCE

location:  
Saint Paul, MN

Total faculty and Staff: 
557

no. of Participants: 
8
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Mn/DOT

The Minnesota Department of Transportation (Mn/DOT) is headquartered in Saint 

Paul with seven other districts located throughout the State of Minnesota. Mn/DOT 

provides multi-modal transportation systems by maintaining safety as a priority; 

Improving access and enhancing the movement of people and freight; building 

public trust with transparency and accountability; promoting collaboration, research 

and innovation; valuing diversity and cultural capital through inclusion and oppor-

tunity; and recognizing that employees are integral to Mn/DOT’s success and com-

mitting to their well-being, development and success. Mn/DOT has had a telework 

policy since 1997 with a small percentage of employees participating on a regularly 

scheduled basis. However, Mn/DOT partnered with eWorkPlace to provide renewed 

energy and take advantage of experiences that other public sector agencies have 

had. 

Mn/DOT’s telework goals included improving employee morale, reducing traffi c 

congestion, reducing pollution, reducing gas consumption, bolstering emergency 

preparedness and succession planning; and helping the organization in its fl agship 

initiative to become an employer of choice. “Telework makes sense on so many 

levels and hits so many of our strategic goals for the organization. This pilot 

puts us among the leading Minnesota employers in terms of fl exibility and 

innovation,” said Commissioner Tom Sorel.

Mn/DOT’s pilot period ended August 9, 2010. Subsequently an in-house survey 

was conducted to gauge employee productivity, morale, absenteeism, effects on 

customer service and team work, and the general success of their pilot telework. 

Results

Mn/DOT saw great benefi t and positive reaction to promoting and implementing 

eWorkplace. The results from the in-house survey and the online Commute Tool 

were overwhelmingly positive. Mn/DOT observed a signifi cant increase in productiv-

ity and employee morale, substantial decrease in absenteeism and stress levels, and 

seamless customer service. 

•	 92% of pilot participants will ask or have asked to extend their telework 

arrangement beyond the pilot period.

•	 95% of supervisors to pilot participants are likely to grant requests for exten-

sions.

•	 95% of participants felt they were more productive while teleworking.

•	 95% of participants noted seamless customer service between days in the offi ce 

and telework days.

•	 76% of pilot participants noted a decrease in stress level.

AT-A-GlAnCE

Commissioner:
Tom Sorel

number of Employees:
5,031

number of Participants: 
63 enrolled, goal was 

50 participants

“ Teleworking allows me 
to manage the stress 
level in my life providing 
me the opportunity 
to approach my daily 
tasks more relaxed and 
refreshed.” 

– Patti Follmer, Mn/DOT 
Human Resources and a long-time 

teleworker and pilot participant
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Minnesota Pollution Control 
Agency (MPCA)

To continue moving Minnesota toward environmental excellence, the MPCA 

monitors environmental quality, offers technical and financial assistance, and 

enforces environmental regulations. The agency also identifies and cleans up 

spills or leaks that can affect citizen’s health or the environment, develops 

statewide policy and supports environmental education. The MPCA works 

with many partners-citizens, communities, businesses, all levels of govern-

ment, environmental groups and educators—to prevent pollution and con-

serve resources. 

The MPCA began its first telework pilot program in 1996. The MPCA 

partnered with eWorkPlace in November 2009 to gain assistance evaluating 

telework issues within leadership, training for teleworking employees and 

their supervisors, and guidance in creating a business case for telework to 

be presented to Senior Management. 

Teleworking at the MPCA is about effective and efficient program delivery, 

increased productivity, lower operational costs, a flexible work environment, 

and pollution reduction by cutting commutes. “Teleworking is a rare pro-

gram with the potential to reduce costs, provide environmental ben-

efits and increase employee satisfaction,” said Cathy Moeger, MPCA 

Sustainability Manager. “We have been working to make sure that our 

telework program meets our business objectives and the success and 

savings can be measured.”

Results

Data collection for new and existing teleworkers is to be completed 

by mid-January 2011 and includes job performance metrics, telework 

operational costs and savings, impact on co-workers, use of sick leave, and 

employee engagement.

“As a supervisor, I have observed that staff (who telework) 
go out of their way to be available to customers and co-
workers alike. The added flexibility has meant better 
continuity on projects and very good communication. 
Worker productivity is as high as work conducted in-office.” 

– Minnesota Pollution Control Agency supervisor

AT-A-GlAnCE

Commissioner: 
Paul Aasen

no. of Employees:  
911

Offices: 
8 regional locations in 

Minnesota

no. of Participants: 
15 

 (not including 160 existing 
teleworkers)
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TURCk

TURCK Inc. is a leading manufacturer of products designed for factory and 

process automation industries that uphold uncompromising standards for 

reliability and functionality.  An extensive line of products includes advanced 

sensors, measurement, instrumentation, connectivity, interface and net-

works that meet clients’ application demands.

At TURCK, they believe in improving quality of life for family, friends, col-

leagues and community. They strive to promote learning and innovation 

as well as continuous improvement of their products, service and support 

to their customers. They believe in their employees and work hard 

to provide a work environment that fosters growth, creativity and 

overall well-being. TURCK boasts a very low turnover rate in comparison 

with the local employment market and manufacturing industry as well as 

a high degree of promotion from within. The culture at TURCK supports 

and encourages a healthy balance between work and home life through 

workplace fl exibility for employees, who are truly TURCK’s most critical and 

essential asset.

“We have enjoyed working with eWorkPlace to aid in the reduction of 

community traffi c and congestion while offering employees opportunities 

for more fl exibility in their jobs and at the same time ensuring business 

needs are met. Managers who have had team members participate 

have indicated that availability and productivity has gone up for 

those who telecommute, and our CfO has even decided the finance 

department will go ROWE (Results Only Work Environment)!” stated Lora 

Geiger, HR Director

In a message to TURCK leaders, Dave Lagerstrom, President & CEO at 

TURCK Inc. wrote:

“The launch of this program is a signifi cant step in TURCK’s progress to 

establish a culture focused on business results and encourages an engaged 

workforce through autonomy and fl exibility to accomplish work goals. 

TURCK’s values support moving forward together as an organization as it 

encourages leaders to be strategic and proactive; by prioritizing, focusing on 

results and ensuring accountability to meet customer needs.”

“To me the telework 
program has been 
tremendous! My commute 
is 80 miles round trip. 
Working at home twice 
a week saves me a tank 
of gas typically and a lot 
of wear and tear on the 
car.  I’m still starting work 
by 6:30 am so I’m actually 
able to get more done on 
a lot of these days. Thanks 
for the chance to work at 
home!”

– Mark Dietzsch,
Sr. Product Manager

AT-A-GlAnCE

Headquarters:
Minneapolis, MN

US Employees:
350+ distribution location 

sales force of ~2,000

no. of Participants:
20-30
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MMIC Group’s telework 
program is a win-win 
for the company, the 
employees, and their 
clients 

MMiC Group

MMIC Group, headquartered in Edina, provides medical professional liability 

insurance and health IT products and services to physicians, clinics, hospitals 

and healthcare facilities in the Upper Midwest.

Their telework pilot was born out of a desire to find ways to offer employees 

more options while reducing real estate costs and better serving their clients. 

Launched in late 2009, MMIC Group began their telework pilot with a group 

of 30 employees who made up the entire Health IT department. “We started 

with this group because these employees could easily be moved to a home 

office given the type of work they do. We were able to vacate an entire 

office in Plymouth, which helped us realize significant monthly sav-

ings,” said Steven DuBois, a senior risk management consultant. 

The money MMIC Group saved helped pay for computer equipment and 

other expenses associated with setting up permanent home offices for 

Health IT department staff.

From this initial pilot group, the telework offering expanded to other depart-

ments including claims and underwriting. There are now 75 employees 

based in the Twin Cities who telework at least once per week

Results

“Overall, we have seen an increase in employee productivity and satisfac-

tion. Another big benefit for us is that we are serving our clients better 

because our employees who telework are now closer to their clients and are 

able to meet with them faster and easier than before,” says Steven DuBois. 

“I am grateful to have the opportunity to work at home, it has provided me 

a very balanced life that has more than satisfied the needs of my family,” 

says Natalie Miller, a claim representative. Pamela Johnson, a senior claim 

analyst, says, “The flexibility is wonderful. I have less overall stress and I save 

1–1 ½ hours per day as I do not have to commute.”

MMIC Group now has a formal telework policy that is available company-

wide. In early 2011, they are moving their headquarter office to a smaller 

office in the same multi-tenant complex. In the new space, shared, hoteling 

office stations will be offered. 

AT-A-GlAnCE

Headquarters 
Edina, MN

Total Employees:  
123

no. of Participants: 
75

Other locations: 
Nebraska and Iowa
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The future is now.
eWorkPlace will change and enhance how companies work and do business.  

The time is now for employers, employees, and communities alike to recognize the many benefits, 

including increased profitability and quality of life, that eWorkPlace can provide.
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LESSONS LEARNED

1. A statewide telework initiative can provide a positive return on investment (ROI). Based on a program evaluation con-

ducted by the University Minnesota, eWorkPlace benefits from travel time saving and vehicle costs amounts to over $6.3 

million annually.  The state’s $3.2 million investment was recouped during the first two years of implementation.  The 

program had an ROI of about 2 to 1 after one year of full participation. Over a 5-year horizon, eWorkPlace is estimated 

to yield a 9 to 1 return-on-investment (ROI), which does not include productivity, environmental or quality of life gains. 

2.  Based on fewer trips and the reduction in VMT, eWorkPlace participants save a total of 8.2 million pounds of CO2 annu-

ally, which is equivalent to planting 1,000 acres of forest and a value of emissions savings of approximately $120,880.. 

3. Most eWorkPlace employers plan to continue or expand their telework programs. More than 93% of employers surveyed 

stated that they plan to continue their telework program and two-thirds plan to expand their existing program. 

4. While it is difficult to quantify employee productivity gains as it relates to teleworking, qualitatively nearly three-fourths 

of eWorkPlace employers surveyed felt that productivity generally increased as a result of implementing a 

telework program.   

5. Recruitment of eWorkPlace employers can be a long process due to the many technical and cultural factors that an 

employer must consider. Having a strong internal champion as well as the support of top leadership are critical to 

adopting supportive telework policies and successfully launching an eWorkPlace program. In addition, some participants 

noted that it is critical to set clear goals and expectations for teleworking.  

6. From an employer’s perspective, implementing a telework policy often presents more of a cultural challenge than a 

technical challenge. Some participating employers noted that there may be a negative perception toward teleworking, 

but these perceptions change over time as supervisors and employees become more comfortable with the 

arrangement. 

7. When starting a telework program, it can be helpful to begin with a small pilot program to build support and 

familiarity before implementing a larger scale deployment. Based on data collected from eWorkPlace, typical 

pilot programs range from 5 to 10 employees for smaller organizations and 20 to 30 for larger employers. Trial program 

lengths typically range from 3 to 9 months.  

8. There are numerous resources and tools available to support the implementation of a telework policy (i.e., training infor-

mation, sample policies, guidelines, etc.). Participants found using these resources to be helpful when launching 

a new telework program.

9. From an employee perspective, the availability of a telework option can increase job satisfaction and boost pro-

ductivity. Based on data collected by eWorkPlace, the average participant teleworks 1.5 days per week, which repre-

sents nearly 3 commute trips eliminated every week. Many participants reported an increase in productivity as a result 

of teleworking due to fewer distractions. Several employers reported they are more resilient and better equipped to 

respond to unexpected disasters. In addition, participants generally felt that teleworking supports an improved 

work/life balance.

Exceeding Expectations Report | Version 3 | June 2011
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TELECOMMUTING OVERVIEW  
The purpose of telecommuting, also known as teleworking, is to move work to the 
employee rather than move the employee to work. Telecommuting is principally 
working at home via an electronic link to the employer, and reaching customers 
and clients through technology, such as internet and telephone communication 
tools. Telecommuting also includes telework centers, which are locations providing 
computers and other technology enabling people to work remotely.  
 
Information technology is an integral part of the office environment, especially as 
physical location is less important now than ever before. Local area networks and 
expansion of shared resources allow companies and government agencies to make 
telecommuting initiatives a part of their operation and culture in a cost efficient 
manner. In the past few years, prices have been dramatically reduced for VPN-
capable routers and high-speed internet connections. The cost to connect 
telecommuters to their employers’ intranet and telecommunications systems has 
become negligible when compared with the operations costs of conventional 
offices.1

A successful telecommuting program requires a management style that is based on 
results; a management approach by objectives rather than a management 
approach by observations. Due to its potential to cut costs, increase productivity, 
and expand the supply of potential employees, telecommuting is emerging as a 
standard business strategy for many organizations, both large and small. In 
addition, telecommuting has been implemented as a roadway congestion reduction 
strategy in several major markets across the country. Through continued advances 
in information technology, telecommuting is poised to become more popular than 
alternative transit options and non-household car pools as a means of accessing 
work. 

 Technology is no longer a telecommuting challenge—it has become a 
cultural opportunity.  

2

Telecommuting Figures  
The U.S. Census Bureau reported in 2000 that telecommuting has continued to gain 
attention and popularity. A 2005 U.S. Census Bureau American Community Survey 
indicated just 4% of Americans worked from home in 2005. According to the 
survey, only 2.9% of the Minneapolis workforce telecommutes.

 

3

Interest and Expansion  

  

With the Clean Air Act of 1990 requiring action to reduce air pollution through 
constraints on vehicular traffic, many cities looked to the federal government for 
funds to implement such actions. The National Telecommuting and Air Quality Act 
of 1999 introduced a market-based incentive program to encourage telecommuting. 

                                                      
1 Reason Foundation. The Quiet Success: Telecommuting’s Impact on Transportation and Beyond. November, 
2005. 
 
2 Ibid. 

3 . U.S. Census Bureau, 2005 American Community Survey, 2005. 
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This polluting-credit program allows businesses with teleworkers to gain pollution 
credits that can be sold to other businesses. As noted earlier, the advancement of 
corporate information technology and public telecommunication services has led to 
an increased interest in telecommuting.  4

Telecommuting Programs in Other Cities 
As telecommuting is strongly supported by the federal government, the planning, 
feasibility studies, training, coordination, marketing and promotion of 
telecommuting programs are all eligible for funds from the Congestion Mitigation 
and Air Quality Improvements Program, otherwise known as CMAQ.  However, the 
construction or physical establishment of designated telecommuting centers, 
purchase of computer and/or office equipment and other related activities are not 
eligible for CMAQ funds.  CMAQ’s purpose is to provide flexible funding for state and 
local governments to fund transportation projects and programs that will help meet 
the requirements of the Clean Air Act and its amendments.  With more cities taking 
advantage of available federal funds for the implementation of telecommuting 
programs, there have been several successful programs in the United States

  
 
Based on changing market dynamics and bad economic conditions, employers face 
difficult decisions. They are, however, responsive to investing in methods to 
improve employee work quality and increase productivity. Corporate recruitment 
and retention practices are key aspects to ensuring the companies’ bottom line 
profitability and ongoing viability. Rising fuel and transportation costs have spurred 
employee requests for more telecommuting hours to avoid lengthy and expensive 
commutes. 
 
Telecommuting has also expanded to federal and state government entities that 
recognize its benefits. This has led to measures that promote telework programs, 
such as the Federal 2001 Transportation Appropriations Bill, which requires federal 
agencies to allow all eligible employees whose jobs lend themselves to 
telecommuting, and who would like to telework, to do so. Congress has continued 
to promote telework programs and centers around environmental and energy 
benefits, as well as building resiliency, as a means to remain operational during 
large-scale emergencies.  
 

5

                                                      
4  U.S. Department of Transportation: Research and Innovative Technology Administration.  “Transportation 
Implications of Telecommuting.”   
 

 
 
Atlanta: Work Away and the Telework Tax Credit 
The State of Georgia and the Georgia Merit System have worked together to 
implement a statewide initiative entitled Work Away that encourages 
telecommuting and flexible work scheduling options for eligible state employees.  
Recognizing that the state of Georgia is the single largest employer in the state 
with nearly 90,000 employees, this initiative helps to reduce traffic congestion and 
set a positive example for the private sector.   
 

5 U.S. Department of Transportation: Federal Highway Administration.  October 2005.  “CMAQ and Telecommute 
Programs.”  http://www.fhwa.dot.gov/environment/cmaaqpgs/telework/index.htm    

http://www.fhwa.dot.gov/environment/cmaaqpgs/telework/index.htm�
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For non-state employees, the Clean Air Campaign has worked with the Georgia 
General Assembly and the State Revenue Commission to offer employers a 
telework tax credit.  Employers are eligible for a one-time tax credit of up to 
$20,000 to offset design and assessment costs, such as planning, consulting, 
training and raw labor costs, as well as annual credits of up to $1,200 per new 
teleworker.  These annual credits include expenses such as equipment, software, 
and maintenance.  Eligible employers must pay Georgia income tax and have 
telecommuters that telecommute at least 5 days or more per month.  Additionally, 
the Clean Air Campaign has commuter rewards such as cash and other prizes for 
people who telecommute or opt for other alternative commutes that will decrease 
emissions and improve air quality6

The Houston-Galveston Area Council (H-GAC), a regional organization that services 
thirteen counties, helps local governments consider issues and cooperate in solving 
area-wide problems. The Commute Solutions Program focuses on improving 
Houston’s mobility by working with top executives of large employers in highly 
congested areas to adopt flexible productive work places. This includes options such 
as telecommuting, compressed work weeks, flextime, and job sharing

.  
 
Houston: Commute Solutions  

7

Los Angeles County launched The Telecommuting Program in 1989 as a means to 
help reduce air pollution from automobile emissions and traffic congestion.   By 
reducing office distractions and allowing employees to balance work and family 
responsibilities more easily, The Telecommuting Program increased employee 
productivity and employee retention rates, in addition to accommodating 
employees with physical disabilities or employees with injuries who would otherwise 
be on workers’ compensation.  A “Telecommuting Standard” was also developed by 
the County to ensure that off-site workers were not being exploited

.  Through 
employer documentation of flexible workplace solutions, current program 
successes, and in-house challenges to keep employees off the streets during peak 
hours, the Commute Solutions Program has become widely successful through the 
Houston metropolitan area2.  
 
Los Angeles County: The Telecommuting Program 

8.   With 
employers saving $13,000 annually per telecommuting employee in office 
expenses, lower absenteeism rates, and increased productivity rates, the program 
was formally adopted by the County of Los Angeles Board of Supervisors in 1990 
and added to the Board of Supervisors Policy Manual8

Commuter Connections, a program coordinated by the National Capital Region 
Transportation Planning Board (TPB) at the Metropolitan Washington Council of 
Governments (MWCOG), helps area commuters find rides to work as well as aids 
business in starting or expanding telecommuting programs at their work sites.  The 

.   
 
Washington, D.C.: Commuter Connections 

                                                      
6 Clean Air Campaign.  2008.  www.cleanaircampaign.com  
 
7 Commute Solutions: A Smarter Way to Work. www.commutesolutionshouston.org 
 
8 The Ford Foundation.  “Telecommuting Program of Los Angeles County California.”  Innovations in State and Local 
Government.  1993, 10-11. 

http://www.cleanaircampaign.com/�
http://www.commutesolutionshouston.org/�
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Commuter Connections program started in 1996 with a 21-month Telework 
Demonstration Project with eight organizations in the Washington Metropolitan 
Area.  MWCOG provides consulting services to employers desiring to start or 
expand their existing telecommuting programs in an exchange for use as successful 
case studies9

                                                      
 

.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

9 Metropolitan Washington Council of Government.  2008.  “Commuter Connections: A Smarter Place to Work.” 
http://www.mwcog.org/  
 

http://www.mwcog.org/�
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URBAN PARTNERSHIP AGREEMENT  
Background 
 
Transportation system congestion is one of the greatest threats to our nation’s 
economic prosperity and way of life.  Whether it takes the form of trucks stalled in 
traffic, cargo stuck at overwhelmed seaports, or airplanes stuck on the tarmac, 
congestion costs the nation an estimated $200 billion a year.  The problem of traffic 
congestion in our major metropolitan areas, in particular, is severe and worsening.  
In 2003, traffic congestion in the nation’s largest 85 urban areas cost Americans 
2.3 billion gallons of fuel and 3.7 billion hours, in turn affecting the quality of life in 
the United States  
 
In May 2006, the United States Department of Transportation (USDOT) announced 
a major initiative to reduce transportation system congestion.  This plan, the 
National Strategy to Reduce Congestion on America’s Transportation Network (also 
referred to as the “Congestion Initiative”), provides a blueprint for federal, state, 
and local officials to consider as they work together to reverse the alarming trends 
of congestion.  One major component of the National Strategy to Reduce 
Congestion is the Urban Partnership Agreement (UPA) Program, through which 
USDOT partners with certain metropolitan areas or “Urban Partners,” in order to 
demonstrate strategies with proven effectiveness in reducing traffic congestion.  
 
Under a UPA, the USDOT and its Urban Partners agree to demonstrate a 
combination of four strategies that have a combined track record of effectiveness in 
reducing traffic congestion, which are collectively referred to as the “Four Ts:” 
 

• Tolling- Implementing a broad congestion pricing or variable tolling 
demonstrations; 

• Transit- Creating or expanding express bus services or bus rapid transit 
(BRT), which will benefit from the free-flow traffic conditions generated by 
congestion pricing or variable tolling; 

• Telecommuting- Securing agreements from major area employers to 
establish or expand telecommuting and flex scheduling programs; and 

• Technology & Operations- Utilizing cutting edge technological and operational 
approaches to improve system performance. 

 
To the maximum extent possible, USDOT supports the Urban Partners with financial 
resources (including a combination of grants, loans, and borrowing authority), 
regulatory flexibility, and dedicated expertise and personnel. 
 
In 2007, MnDOT and the Twin Cities Metropolitan Council applied for and was 
selected as one of the UPA’s Urban Partners.  Minnesota was awarded $133.3 
million of federal funds and $50.2 million in matching state funds that were 
provided in the 2008 Minnesota Legislative session. The UPA telecommuting 
component was funded $3.5 million from state funds. This innovative partnership 
allows Minnesota to leverage federal dollars and keep project costs low while 
pioneering news ways to move traffic. 
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The Minneapolis-St. Paul-Area UPA partners, the Minnesota Department of 
Transportation (MnDOT) and the Twin Cities Metropolitan Council, aim to improve 
traffic conditions by reducing congestion on Interstate 35W, Highway 77/Cedar 
Avenue, and in downtown Minneapolis, using transit, road pricing, technology and 
telecommuting. When completed in 2010, commuters will experience increased 
transportation choices, decreased traffic congestion and reduced commute times on 
some of the busiest roadways in Minnesota.  
 
In Minnesota, the UPA implementation plan is a regional collaboration plan involving 
many players with responsibilities for various components of the program. These 
players include:  

• Minnesota Department of Transportation (MnDOT) 
• Minnesota Valley Transit Authority (MVTA) 
• University of Minnesota 
• Dakota County 
• Metropolitan Council / Metro Transit 
• City of Minneapolis 
• Transportation Management Organizations (TMOs) 
• Anoka , Hennepin, and Ramsey Counties 

 
Although the UPA implementation plan focuses on the I-35W and Highway77/Cedar 
Avenue corridors, several of the congestion reduction elements have region-wide 
significance, including the dedicated bus lanes in downtown Minneapolis along 
Second Avenue South and Marquette Avenue South, known was MARQ 2, and the 
telecommuting component.  MARQ 2 improvements will have broad regional 
implications for transit service that begin or end in downtown Minneapolis and that 
use the parallel streets.  Likewise, successful telecommuting efforts will transcend 
specific routes or city boundaries and offer the potential for a significant increase in 
personal and collective time, as well as increased cost savings in the Twin Cities.  
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THE TELECOMMUTING PROGRAM 
Telecommuting Goals 
The telecommuting component of the UPA implementation plan is designed to 
promote increased use of telecommuting and flexible work scheduling, with the 
ultimate goal of reducing peak period commuting by shifting some commuting 
travel to ‘‘shoulder,’’ or off-peak hours. Telecommuting can eliminate some peak-
period commuting travel by allowing commuters to work from home via a computer 
and electronic link to the office on regularly scheduled workdays at least once a 
week. Recruitment efforts will focus on mid-to-large sized employers to establish or 
expand telecommuting and retain at least 2,000 employee participants.  
 
Market Research 
MnDOT conducted market research with Cook and Cameron Consulting to ensure 
that the telecommuting initiative is based on scientific knowledge as well as to 
better understand the barriers and opportunities that exist for telecommuting.  The 
research also provided input in the development of a Marketing/Communications 
(MARCOM) plan to present a clear strategic pathway for the implementation and 
successful support of the telecommuting program. This market research also 
offered insight about today’s most common barriers that keep companies from 
encouraging telecommuting, an understanding of the different attitudes that are 
among diverse company leaders regarding telecommuting, how solutions may be 
derived and the types of messages that will induce interest and engagement. 
 
Telecommuting Benefits and Barriers 
Telecommuting programs offer many benefits for the environment, employers, 
employees, self-employed individuals and in the development of the local economy.  
Although telecommuting benefits far outweigh and outnumber the barriers, 
organizations need to resolve and understand the barriers in order to take 
advantage of the many benefits. MnDOT conducted research to confirm 
telecommuting benefits and barriers, as well as gain insights for the resolution of 
barriers.  Although these benefits are grouped into three categories (universal 
benefits, employers and public agencies, and employee benefits), it is important to 
note that they are not concrete. 
 
Universal Benefits

Energy Conservation 

  
Improve Air Quality—Reduce Congestion 
Currently, one of the largest sources of pollution in the United States is motor 
vehicles. Telecommuting is a “zero-emissions” method that can help to significantly 
reduce traffic congestion and automobile emissions, therefore, improving air quality 
overall.  
 

In addition to reduced fuel consumption, there is also high potential for energy 
savings in the areas of on-site heating and cooling, lighting, automobile repair, and 
highway building and maintenance.  With fewer employees present in the office, 
there are reduced operational costs, thus decreasing energy usage. 
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Improved Highway Safety 
Highway safety is improved by reducing highway use with fewer cars on the road 
during peak travel periods. There are thousands of traffic-related deaths every year 
and thousands more people are severely injured simply trying to get to work, 
especially in the winter. In addition, there is substantial property loss associated 
with traffic accidents.   
 

Cost Savings 
Employers and Public Agencies Benefits 

Telecommuting helps corporations and public agencies achieve significant savings 
associated with real estate costs, labor costs and overhead. Organizations that 
implement a telework program can achieve significant reductions in total office 
occupancy. Growth can be achieved without the need to create additional 
workstations or build new office spaces. In addition, increased retention rates helps 
to reduce recruitment and training costs. 
 
Increased Productivity and Improved Motivation 
Teleworkers tend to be more productive with fewer distractions and interruptions.  
They have increased motivation, as well as higher morale and less absenteeism. 
Teleworkers respond well to the signals of trust and confidence indicated by 
employers’ adoption of telecommute programs.   

Employee and Skill Retention 
Some employees leave jobs they otherwise enjoy due to relocation or family needs. 
Others need a career break, but want to continue to work part-time and keep pace 
with the business. The option to telecommute significantly improves employee 
retention and reduces employee desire to leave the company.   

Flexible Staffing  
Telecommuting programs enhance recruiting efforts because they are not limited to 
hiring employees in a specific geographic area. Instead, organizations can select 
top candidates from anywhere in the country. As business needs change, employers 
can restructure teams to fit projects with minimal disruption to the company. 
Telework staff with schedule flexibility accommodates workload peaks and valleys 
allowing employees to work more or less hours to match workload.  

Resilience  
Employers with effective telecommuting programs are more resilient in the face of 
external disruption - for example, severe weather, natural disasters, terrorist 
action, transport strikes, or pandemics.  
 

Reduced Costs  
Cost savings is a highly valued benefit by teleworkers. With fewer trips to the 
office, employees reduce their gas, parking, insurance, and automobile 
maintenance expenditures.  With the state of the economy and fluctuating gas 
prices, consumers are especially sensitive to cost-saving opportunities.   

Employee Benefits 
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More time 
As noted earlier, telecommuting is a zero-emissions commute option.  Therefore, it 
is also a zero-minute commute. By eliminating travel time, most teleworkers have 
used at least part of this time to get more work done, and achieve more personal 
time.  
 
Life Quality and Balance 
Along with more hours of effective work, teleworkers can expect more family time 
and more easily manage home responsibilities. Telecommuting offers a greater 
opportunity to share quality time with family members. For the so-called sandwich 
segment—people taking care of both children and aging parents, telecommuting 
can be vital in helping to achieve life balance. 
 
Improved Health 
Telecommuting can reduce the stress associated with the rush hour commute, as 
well as provide employees with more time to incorporate health and wellness 
activities in their lives. With increased opportunities to reduce stress and improve 
health, employees can focus more on work concerns during work hours. 
 
Flexible hours  
A flexible approach to work hours often accompanies the successful telecommuting 
program. However, it is still understood that certain work tasks must be done 
during business hours or specific times, such as management support, meetings or 
client services.  
 
Reduced Career Disruption 
An effective telecommuting program with a flexible schedule allows for career 
breaks by going to a part-time basis. Additionally, careers can be sustained if a 
spouse is relocated. 
 
Improved Work Opportunities  
Work opportunities are not geographically confined to jobs within reasonable 
commuting distance.   
 
Access to Work  
Telecommuting programs can provide access to work, training and social interaction 
for people who have specific problems—for example, those with disabilities who 
have difficulty making the trip to/from work, or those who don’t optimally perform 
on a normal “nine-to-five” schedule. 
 
The market research also identified barriers associated with telecommuting, as 
noted below.   
 

Management by Observation vs. Results 
Barriers 

A successful telecommuting program requires organizations to adopt a 
“management by objectives” approach as opposed to a “management by 
observations” approach, also known as clock punching. Managers are often 



UPA Program 
March 3, 2009 
 

12 
 

reluctant to implement telecommuting due to the perception that they will lose the 
ability to provide management oversight and performance will suffer. 
 
Awareness and Perception 
Even though teleworkers are often more productive than in-office workers, many 
managers are simply not aware of telecommuting or its benefits. In addition to low 
awareness levels, employers who are aware of telecommuting do not trust or 
appreciate the many benefits, including increased productivity. However, once 
results are measured and met, managers tend to embrace telecommuting, 
especially when they realize it serves their best interests.  
 
The Employee  
Telecommuting is not appropriate for everyone, such as those who have poor 
personal motivation or lack organization and focus. These employees function much 
better in a structured and supervised work environment. Additionally, young 
employees who are just entering the workforce may benefit and achieve faster 
professional growth in a conventional team setting.  For others, the physical act of 
going to work is an important aspect of their life; work is a place where they make 
friends and develop social skills and contacts.   
 
Career Concern 
Some think telecommuting could hurt their career advancement as their lack of 
presence in the office indicates to their employer that they are not working, hence 
the phrase “out of sight, out of mind.” They are apprehensive about working from 
home, as they do not want managers to suspect them of being unproductive. This 
apprehension is not always misguided if an employee’s manager is unsupportive of 
telecommuting.  
 
The Work Task 
Not all positions can be performed or are suited to a telework environment, such as 
security guards, receptionists, assembly line workers, etc. Some clerical work is 
often best performed in the work place as related tasks typically support the office 
operation, as well as teleworkers or travelers. Other types of work value the 
synergy of a team.  
 
Telework Centers 
Not all homes are well equipped or suited to telecommuting. It may be that children 
are at home and/or the home is too small with no place to work.  A telework 
location may be an option for those with a long commute or have home office 
restrictions.  
 
Policy Barriers 
While elected officials are some of telecommuting’s most enthusiastic supporters, 
political telecommuting barriers can be found at every level of government.  Before 
building more roadways, or even larger roadways, public officials should remove or 
lower the telecommuting political barriers.  Policy barriers may include: 

• Zoning Ordinances 
• Minimum Parking Requirements 
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• Tax Law—reform the current pre-tax commuter expense plan to be mode 
neutral 

• Internet Access Tax 
• Sales Tax 
• Telemedicine Licensing 
• Workplace Safety and Health Regulations (OSHA) 

 
Telecommuting Strategies 
Flexible work schedules allow employees to shift their commute trips from the peak 
period to less congested hours. The most promising means to achieve this objective 
is to secure agreements from major employers in the Twin Cities to establish or 
expand telecommuting programs, and to offer flexible work schedules to the 
maximum number of their employees. The goal of the Twin Cities telecommuting 
strategy is to educate and recruit partners from the local employer pool to help 
increase the number of teleworkers. The Twin Cities metropolitan area is home to 
20 Fortune 500 companies and 33 Fortune 1,000 companies, thus creating a unique 
opportunity to partner with a variety of major employers and public agencies. It is 
expected that more than 1,500 current peak period commuters will work from 
home or travel to work locations in off-peak hours at least once per week. 
 
Program Structure 
The program structure of the telecommuting program will contain the following 
steps:  

• Project Management and Coordination 
• Marketing and Communications 
• Recruitment and Assessment 
• Employer/Employee Commitment 
• Implementation and Telecommute Consultation 
• Evaluation and Reporting 

 
Project Management and Coordination 
These tasks start at the beginning of the project and continue through the project 
life. Collaboration with UPA telecommuting partners to establish the implementation 
plan and define measurable performance goals will guide and support the other 
fulfillment cycle steps. 
 
Marketing and Communications 
The first step in the fulfillment cycle is to build program awareness, credibility, and 
interest through an effective media campaign that uses relevant and compelling key 
messages. The marketing/communications plan (MARCOM) will guide this effort, 
which will include paid and earned media and employ traditional as well as 
emerging media vehicles to drive recruitment and sustain program “buzz.” In 
addition, marketing and educational materials will be developed for use by the 
Transportation Management Organizations (TMOs), Culture Rx, and other 
telecommute partners. 
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Recruitment and Assessment 
Securing participation of major area employers to establish or expand 
telecommuting to at least 2,000 participants is a key measurement of project 
success. This will be achieved using a two-pronged approach that includes 
response-and relationship-driven contacts. Response-driven contacts will be created 
through the marketing campaign, while relationship-driven contacts will be engaged 
through existing business networks and relationships with UPA telecommute 
partners. 
 
The recruitment will target mid- to large-size employers (companies with 250+ 
employees). An employer’s suitability, desire, commitment, and preparedness to 
start or expand their telecommuting program will then be assessed. This process 
will screen employers into three categories with Level A Implementers having the 
highest potential for participation, Level B Planners having moderate to high 
interest, and Level C Information Seekers showing some interest. This assessment 
will gauge whether active (phone call or in-person meeting) or passive (referral to 
website or other resources) response techniques are applied. 
 
Employer/Employee Commitment 
Based on the assessment, employers classified as Level A Implementers will be 
invited to formally participate in the initiative. The employer will enter into an 
agreement to fully participate in the initiative by identifying a goal for the number 
of participating employees. In return, they will receive a suite of implementation 
resources, including free and/or discounted telecommuting consulting services. 
 
Implementation and Telecommute Consultation  
Providing employers and their employees with the necessary and appropriate tools 
to implement their respective telecommuting programs will be instrumental in 
sustaining participation. As the implementation consultant, SRF Consulting Group, 
Inc., will provide telecommuting support services, which can include organization 
assessments, human resources advice, telecommuting training, face-to-face 
meetings, on-line training materials, performance measurement assistance, and IT 
support. In addition, there will be broader employer and employee recognition 
opportunities available through this initiative. 
 
Evaluation and Reporting 
In order to align with the project objectives of recruiting and tracking participants, 
appropriate performance measures and validation methods will be implemented.  
These measures, which will include quantitative and qualitative metrics, will be 
developed with input from the PMT to properly assess the effectiveness of each of 
the steps.  The data will also be analyzed to develop a deeper understanding of 
various factors, including employer size, industry, business type, and geographical 
location.  The findings from the Telecommuting Program will be documented so that 
future telecommuting initiatives can learn from the pilot initiative.    
 
Program Partners and Consultants  
The Hubert H. Humphrey Institute’s State and Local Policy Program (SLPP) at the 
University of Minnesota will provide the telecommuting program management and 
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oversight of the initiative. SLPP will coordinate and manage efforts to ensure 
contracts are properly executed in a timely manner, data is shared and the project 
is fully evaluated and documented. Evaluation will include the qualitative and 
quantitative data on telework experiences for intensive study on travel behavior, 
congestion and other telework impacts on transportation.  In addition to the efforts 
mentioned above, the roles and tasks of SLPP will also include development of a 
MARCOM plan, assessment advising, and monitoring of the telecommuting program 
during implementation (See Figure 1: Humphrey Institute Roles and Tasks). 

 
Figure 1: Humphrey Institute Roles and Tasks 

 

 
 
SRF Consulting Group, Inc. (SRF) will provide the necessary project management 
support and performance measurement to ensure the effectiveness of the 
telecommuting initiative. SRF will develop and execute an implementation plan with 
approval by the SLPP project manager, in collaboration and coordination with the 
UPA project management team (PTM).  Other roles and tasks include assistance 
with the MARCOM plan, management of the call center and participant follow-up, 
agreement negotiations, and general telecommuting support and training for 
participants (See Figure 2: SRF Team Roles and Tasks).  
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Figure 2: SRF Team Roles and Tasks 
 

 
 
Due to the various tasks required for the successful implementation of the 
Telecommuting Program, supporting roles will fulfilled by program partners, 
including the Transportation Management Organizations (TMOs), ROWE 
(CultureRx), Tempo Creative Consultants, the Midwest Institute for Telecommuting 
Education (MITE), and WFC Resources (See Figure 5: Team Organizational Chart).   
 
Transportation Management Organizations (TMOs)  
TMOs promote congestion mitigation strategies and advocate for environmentally 
sound transportation policies to assure the continuous and orderly growth of the 
Twin Cities metropolitan region. Members of the five TMOs (Downtown Minneapolis, 
Anoka County, I-494 Commuter Services, Saint Paul Smart-trips, and Metro Transit 
Commuter Services) represent various corporations and public sectors. They 
provide a full range of services to support travel demand management strategies, 
increase employer/employee participation in transportation solutions, and advance 
public policies and practices regarding transportation issues and solutions.  
Through TMOs, Metro Transit will recruit employers to explore telecommuting. 
TMOs will be the employer’s primary contact, and help assist with telecommuting 
participant agreements, as well as resolving program implementation issues (See 
Figure 3: TMOs Roles and Tasks). The main expectation of this effort is to eliminate 
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travel during peak periods for approximately 1200 employees at least one day each 
week, resulting in 500 avoided roundtrips daily.   
 

Figure 3: TMOs Roles and Tasks 
 

 
 
ROWE 
The Results-Only Work Environment (ROWE) initiative was created by CultureRx 
LLC, a consulting firm that specializes in services related to the adoption of a 
Results-Only Work Environment, which increases employee engagement and drives 
productivity in the workplace.  At its core, ROWE is a chance for everyone to learn a 
better way to work; people control when, where and how long to work as long as 
job objectives are achieved. The focus is on outcomes, not hours. ROWE has been 
implemented at companies, such as Best Buy, helping them improve productivity, 
reduce voluntary turnover, and increase engagement.  CultureRx will work with 
companies to implement ROWE (See Figure 4: ROWE Roles and Tasks). ROWE has 
the unique ability to affect commuting behavior by shifting the social norms of large 
groups, which in turn will effectively act in reducing traffic congestion within the 
Twin Cities metropolitan area. 
 
For the telecommuting program, CultureRx has set a goal of permanently changing 
commuting patterns affecting at least 1500 trips per week during peak travel hours. 
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Figure 4: ROWE Roles and Tasks 
 

 
 
Tempo Creative Consultants 
Tempo Creative Consultants, a marketing and advertising firm, will implement the 
Telecommuting MARCOM plan with the responsibility to creating and producing all 
the program marketing and educational materials.  
 
Midwest Institute for Telecommuting Education (MITE) 
Midwest Institute for Telecommuting Education (MITE) is a private nonprofit 
organization that helps public and private sector organizations to integrate and 
manage mobile and telework environments.  Roles and tasks for MITE include 
assisting with recruitment efforts, negotiating agreements, and employer support 
during the implementation process.   
 
WFC Resources  
WFC Resources helps employers create a supportive and effective workplace, with a 
focus on flexibility and telecommuting. In addition to consulting services, WFC 
offers on-site training and web-based e-training courses that focus on flexibility, 
telecommuting and building resiliency.  WFC is the Twin Cities lead for the When 
Work Works Awards program, offering an opportunity to promote the 
Telecommuting Program.  The roles and tasks for WFC are the same as MITE. 
 
Superior Endeavors, Inc. 
Superior Endeavors, Inc. helps organizations maximize the effectiveness of their 
information systems resources. Superior Endeavors provides end-to-end technology 
services through data cabling, data networking, hardware/software purchasing, and 
ongoing support. They also provide application and data hosting with specializations 
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in e-mail and web hosting using a range of technologies.  Their main role in the 
Telecommuting Program is to provide IT support for employers during the 
implementation process.   
 

Figure 5: Team Organizational Chart 
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TELECOMMUTING IMPLEMENTATION PLAN 
CULTURE Rx—ROWE IMPLEMENTATION PLAN 
The transformation from a traditional work environment to a Results-Only Work 
Environment (ROWE) provides numerous benefits for people and businesses, 
including talent attraction and retention, workforce productivity, and work-life 
balance. As noted earlier, ROWE has the unique ability to profoundly change traffic 
patterns by shifting social behaviors for large groups of people. This shift in social 
behavior will effectively reduce traffic congestion. The primary goal and benefit of 
interest is to permanently change commuting patterns affecting at least 1500 trips 
per week through identified Employer Partners employees who regularly use 
congested corridors in the Twin Cities metro area.  The change will enable off-peak 
commuting behavior for at least 1500 individuals trips per week.  Peak commuting 
times are defined as 6:30 AM to 8:30 AM and 3:30 PM to 6:00 PM, Monday through 
Friday (non-holidays). 
 
Adaptive Change 
When organizations engage with CultureRx, LLC, they enter a systematic and 
proven Adaptive Change Management Process. This process will help employees 
make a shift in their expectations, attitudes and behaviors around the rules and 
regulations of the company. The ROWE migration helps individuals overcome the 
antiquated rules around time, beliefs and workplace language and, in turn, position 
them to more effectively drive the business by focusing on results instead of 
physical presence. 
 
The ROWE process consists of a series of experiential team and management 
coaching sessions spread out over a six-month period. Between sessions, 
employees work on specific activities that will enable them to change the behaviors 
and beliefs that will allow them to effectively evolve to a ROWE. 
 
Their approach to Adaptive Change Management provides: 

- A customized approach that combines learning and implementation; 
- A way to address organizations’ unique change issues and priorities; 
- An effective in-house capability to lead and manage future change; 
- Measurable milestones through which individual and organizational progress 

can be monitored and evaluated, including: 
o Employer Partner Recruitment 
o Measurement Establishment 
o Two-Day Seminar 
o Research & Discovery 
o Migration 
o Rollout 
o Culture Audit 

 
Extensive details regarding ROWE’s Adaptive Change Management strategy can be 
seen in Appendix A. 
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TELECOMMUTING IMPLEMENTATION PLAN  
PROJECT MANAGEMENT 
Effective project management, communication, and coordination activities are the 
cornerstones of a successful implementation process. The SRF team will work 
closely with the SLPP project manager to coordinate tasks and meetings, review 
budgets and billings, monitor task milestones and the project schedule, and consult 
on monthly progress reports to ensure all tasks are completed on time and within 
budget. Project communication will be maintained through regular visits, scheduled 
face-to-face meetings, phone, web conferencing, email, and correspondence. Based 
on direction from the SLPP project manager, the SRF team will schedule, prepare, 
support, and attend 18 monthly PMT meetings. The PMT meetings will be led by the 
SLPP project manager, and will include the TMOs, CultureRx and SRF partners (See 
Figure 3: SRF Team Roles and Tasks).  
 
The SRF project manager will facilitate the meeting and work with SRF’s project 
manager to provide follow-up services. Keeping the PMT and stakeholders abreast 
of the project’s progress will minimize delays during review periods and project 
implementation. The SRF Team will also assemble a chronology of all 
correspondence, telephone conversations, emails, and meeting minutes to provide 
a complete record of the decision-making and approval process. The project 
website will also serve to support coordination among all parties. In order to 
manage and exchange working documents and files, a web-based FTP site will be 
made available to the PMT to streamline document control and management. 
 
To assure a comprehensive Quality Assurance and Control (QA/QC) program, draft 
products will be presented to the SLPP Project Manager and/or their designee 
before presentation to the public and stakeholders. SRF’s Project Manager will 
communicate with the SLPP Project Manager on a regular basis to schedule 
meetings, coordinate logistics (i.e., location, date, time, etc.), to keep program 
partners and the PMT apprised of all pertinent project issues. As required, the 
project schedule will be updated regularly to provide the current timing and agreed 
upon delivery dates. A secure project website will be created to facilitate the 
sharing of information, files, organization and storage of information to optimize 
program coordination and collaboration.  

 
IMPLEMENTATION PLAN  
The Implementation Plan will be a foundational document which will be developed 
in collaboration and coordination with the PMT. The Implementation Plan explains 
how the telecommuting fulfillment process will be rolled out, and will include a 
schedule for each task and deliverable. The focus of the first 8-12 weeks of the 
project will be to finalize and secure approval of the implementation plan. A series 
of four meetings will be scheduled with the PMT to discuss plan revision 
requirements.  

The first PMT meeting will be part of the project kickoff meeting anticipated in 
February of 2009. There will then be two subsequent working meetings to discuss 
the major plan elements, including process, recruitment strategies and tactics, 
timing, and evaluation metrics.  
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The final Implementation Plan development meeting will coincide with the second 
scheduled PMT meeting, anticipated in March or April 2009. At this meeting, the 
PMT will conduct a final review of the implementation plan and recommend it for 
approval by the SLPP Project Manager, who will then authorize its execution.  

The Implementation Plan will include market research findings that MnDOT 
conducted in early 2009. The strategic direction and guidance of the PMT is 
essential for the initial plan development and implementation. The SRF team will 
update and refine the Implementation Plan on a quarterly basis, timed with major 
project milestones, to ensure that it maintains the highest level of relevance and 
effectiveness. 
 
Monthly progress reports will include marketing and recruitment activities, budget, 
schedule, and performance tracking. Other financial reports will be generated as 
requested by the SLPP Project Manager. Robust web-based software will allow the 
SRF Team and the SLPP Project Manager to easily generate reports, independent 
from the monthly report, on an as-needed basis from any remote location. At the 
conclusion of the project, the final report will include evaluation results, a summary 
of the process, a list of employer participants and their level of participation, a 
synthesis of lessons learned, and recommendations for telecommuting 
sustainability. 
 
MARKETING/COMMUNICATIONS 
SLPP, in collaboration with Tempo, will develop a Marketing/Communications plan 
(MARCOM) that will be integrated into the Implementation Plan. It is understood 
that proactive revisions may be required for the duration of the program, based on 
program feedback from participants, performance reports, changing market 
conditions, and direction from the PMT and UPA program partners. In addition, the 
SRF Team will collaborate with the PMT and UPA Telecommuting partners to 
develop key messages and customize marketing/educational materials for Twin 
Cities employers and employees based on results of MnDOT’s market research.  
 
Communications Materials 
Tempo Creative Consultants, with the help of the SRF Team, will provide brand 
development, as well as the creative and production services for all advertising and 
marketing/educational materials. Creative and production deliverables may include: 

• Research brand and messaging stimuli 
• Brand development (logo identity, look and feel) 
• Website design, programming and maintenance 
• Advertising based on the approved media plan with expected vehicles of: 

print, radio, on-line, out-of-home and radio 
• Design marketing/educational materials with copy editing from content 

developed by SLPP. These materials may include: 
-General brochure  
-User Guide  
-Flyers  
-Templates and other communication materials 

• Public relations: writing and tactical consulting 



UPA Program 
March 3, 2009 
 

23 
 

Key Messages 
The Telecommuting Program will use the market research, coupled with 
telecommuting expertise, secondary research, knowledge of lifestyle trends and 
team expertise, to develop telecommuting messages that are highly relevant and 
function on both the rational and emotive levels. In addition, the SRF team will 
secure program participant employer testimonials from senior management as a 
credible voice and program endorsement to the business community. 
 
Telecommuting Program Website 
The telecommuting program website will be a central focus and portal in this effort. 
The SRF team will design and program a telecommuting website that supports the 
brand in an engaging and professional manner. All communication touch points will 
direct readers to the project website. A website design and programming document 
will be developed to include a wireframe, navigation, and key links as well as 
technical specifications, and creative boards to illustrate graphical user interface 
options. To retain administrative control and provide flexibility, it is recommended 
that the project website is hosted on the SRF server.  
 
Media Strategies 
Preliminary media strategies are outlined below, and will be refined based on PMT 
input and data analysis: 
 

• Rapidly building awareness for the telecommuting initiative by scheduling 
high reach media to generate immediate awareness that supports program 
efforts, including recruitment, direct marketing, and public relations.  
 

• Full Twin City market coverage of major employers (decision makers), 
employees (consumers) and all constituent audiences is the fundamental 
objective. Cross-over coverage between target segments is considered a 
schedule enhancement that will augment other communication tactics to 
maximize impact. 

 
• As appropriate, geographically target the media delivery within the 35W 

travel shed domain of influence and major feeder roadways. 
 

• Select media vehicles that effectively and efficiently deliver the appropriate 
messages to the intended target segment of both employers (decision 
makers) and employees (consumers).  This will include media that delivers 
messages and engages commuters during peak commuting periods. 

 
• Define desired actions by the business segment and the consumer segment 

to prioritize spending and media selection, according to the importance of 
each segment.   

   
• Generate employer leads.  All communications (awareness/response) will 

include a call to action to drive website visits. 
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An appropriate mix of traditional, online and emerging media vehicles will be used 
to effectively and efficiently deliver the telecommuting messages in a relevant 
manner.  
 
Media vehicles will be evaluated and selected based upon coverage and cost 
efficiencies.  Negotiation efforts will seek to provide media cross-over and schedule 
enhancements, such as a print buy that will also offer on-line exposure. 
 
The duration of the media plan will be from May 2009 through April 2010. 
Scheduling will be flighted or pulsed to stretch the budget and minimize exposure 
during traditional periods of peak vacation times (mid-summer months and holiday 
periods). The launch period will be frontloaded to deliver a high level of reach, 
creating broad awareness and generating leads. The final duration and sustaining 
activity will be based on the budget and the evaluation of media vehicles (See 
Figure 6: Types of Media Vehicles) and telecommuting program performance.  The 
final schedule needs to align activity with other program support efforts and key 
events.   

Figure 6: Types of Media Vehicles 
 

Traditional Media  Online & Emerging Media  

 
• Newspaper 
• Radio  
• Out-of-Home  
• Business-to-Business Print 
• Network Business Publications  

 
• E-newsletters and banner ads 
• Email Blasts 
• Consumer Media Strategies 

 
PARTICIPANT RECRUITMENT  
Based on the MARCOM strategies, recruitment of employer participants is a critical 
task of the program. As the TMOs are the lead partner in recruitment efforts, the 
SRF team and CultureRx will provide the TMOs with significant support for the 
duration of the program. In collaboration with the Twin Cities TMOs, including Metro 
Transit, employers that have strong employee transportation programs and/or are 
building these programs will be targeted and recruited by each TMO.  
 
To help extend and sustain the TMOs’ efforts, a distinctive recruitment opportunity 
in obtaining full employer participation will be offered through MITE and WFC 
Resources. Partner efforts will deepen recruitment efforts via e-mail, mailing lists, 
strategic 1:1 contacts, and face-to-face meetings.   
 
Lead Assessment 
Interested employers will connect to the project through a website and a triage 
staff person will respond to the caller to fulfill informational requests. This triage 
assistance will help in identifying the right resources for the employer and 
navigating them according to their interest and participation level. The triage staff 
will begin the initial assessment of interest, whether it be informational, interest in 
project participation, or the need for more in-depth assistance. This triage 
assistance will include documentation of the referral source, method of recruitment, 
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number of employees, employer and employee location in the Twin Cities and 
evidence of whether a telecommuting policy is present or not. As seen in Figure 7: 
Telecommuting Project Process, employers will be triaged into one of three levels: 
 
Level A. Implementers  
Employers at this level will be committed to being full participants, subjected to 
evaluation options, training staff and the task of introducing telecommuting and 
flexible work arrangements to at least 50 employees. It is expected that 
approximately 50 Level A employers will be recruited and receive the highest level 
of incentives package and telecommuting consultant support, which may include IT 
consulting services, web-based e-training, classroom training, and customized 
evaluation assistance. 
 
Level B. Planners 
Employers at this level are seriously investigating the possibility of implementing 
telecommuting and flexible work arrangements.   It is estimated that approximately 
200 employers will be at this level.  Although these employers will be at the early 
stages, they demonstrate a commitment to introducing flexibility within their 
workplace. Level B Planners will receive up to two hours of consulting and 
assistance in conducting a needs assessment. A coaching and consultation session 
will gauge their interest and, as appropriate, Level B employers may potentially 
move to Level A Implementers.  
 
The needs assessment process will establish the degree of telecommuting 
adaptability for the employer. Areas of consideration include employer 
telecommuting interest, corporate mission and culture, past history of 
telecommuting, perception of telecommuting frequency, facilities challenges, 
technology infrastructure, telecommuting receptiveness from employees, managers 
and executives, as well as managerial concerns, potential scope of jobs, and other 
significant challenges. 
 
Level C. Information Seekers  
Employers at this level are seeking information and exploring telecommuting or 
flexible work arrangements. It is estimated that approximately 600 employers will 
be at this level.  While this group may not be able to commit to the same level of 
participation as Level A Implementers and Level B Planners,   Level C Information 
Seekers will receive educational materials or the equivalent of up to one hour of 
telecommute consultant time. 
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Figure 7: Telecommuting Project Process 
 

 
 
Employer Participation Incentives 
The Telecommuting Program will offer incentives on both a complimentary and paid 
basis. Program incentives may include complimentary educational materials, such 
as policy document, remote technology access and QuickStart agreements, 
telecommuting toolkits and e-training courses for telecommuters and managers, 
and troubleshooting after employer implementation. 
 
Employer Agreement and Commitment Process 
Firm commitment from participating employers will ensure the sustainability of 
telecommuting during the project period and in the long term. Employers will apply 
via the project website and submit a letter of commitment from upper 
management. The cut-off date for applications is December 31, 2009, in order to 
ensure adequate time at the end of the project for implementation and evaluation. 
The SRF Team will work with the PMT to develop participation criteria, level of 
commitment to telecommuting, company goal for number of telecommuters, 
readiness for telecommuting implementation/expansion, and willingness to 
participate in the evaluation process. A designated subgroup of the PMT will oversee 
the application process, as well as review and track the applicants.  
 
The review and enrollment process will be conducted via the internal project 
website and notice to the employer of the decision will be completed within 14 days 
of the receipt of application. The employer agreement process will be ongoing, with 
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employers receiving recognition on the project website. A letter of participation 
commitment will be developed by the SRF Team and require a senior management 
signature from the participating employer prior to official entry in the project. Key 
aspects of the agreement will include: 
 

• Designation of a telecommuting coordinator; 
 

• Creation of an internal team to develop the program; 
 

• Information to conduct an analysis of the organization’s needs and structure; 
 

• Agreement to share pertinent performance measurement data and the 
potential to be a case study example;  

 
• Provision of access to the telecommuting coordinator, employees, and 

supervisors for the purpose of program evaluation; 
 

• A written telecommuting policy and telecommuter training will be strongly 
encouraged, but is not required; 

 
• Provision of any equipment and telecommunications services as determined 

by internal needs and resources. 
 
It is imperative that the employer has a complete understanding of the offered 
incentives and of the financial responsibilities by the employer if more funds are 
needed. Employers will be provided a limited number of telecommuting consulting 
hours, e-training modules, and telecommuting training kits. If the employer 
requires additional tools and consulting hours, they will be required to leverage 
their financial buy-in to obtain further resources to complete the project.  An 
estimated timeline and implementation plan will be discussed and agreed on by 
each participating employer and submitted to the PMT for final approval. 
 
Employers will receive an acknowledgement letter welcoming them to the program 
after the commitment letter is received. Web access and incentive awards will not 
be available until confirmation of the full implementation plan for each employer. It 
is expected that some employers will not be able to commit fully to the number of 
telecommute participants promised or the total number of reduced commuter round 
trips. Lay-off or business conditions may influence an employer’s ability to pursue 
their original goals. The telecommuting agreement is a letter of commitment and 
intent, but it will not legally bind the employer to project participation.  
 
 

 

 

TELECOMMUTING CONSULTATION 
Each participating employer will be provided with telecommuting consultation and 
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services that will be customized based on two criteria: the needs of the employer 
and the degree of experience employers have had with previous implementation of 
telecommuting options. For example, if a company already has an existing policy 
and technology in place to support flexible work, less initial preparation will be 
needed. The steps are as follows: 

1. Identification of internal project coordinator & key company stakeholders 
2. Internal employer definition of telework and flexwork 
3. Preparation of individual employer work plan and scope 
4. Cost benefit analysis and business rationales 
5. Internal and external communications 
6. Access to and documentation of employer incentive use 
7. Refinement of participant selection criteria and policy 
8. Process used to recruit/document participants 
9. Equipment and technology use, adjustments and budget 
10. Development of pilot evaluation measures 
11. Training for managers and participants 
12. Provision of ongoing progress and final reports 
13. Evaluation and follow-up activities 

 
Telecommute experts from MITE and WFC Resources will provide the 
telecommuting products and services to ensure that employers have ample access 
to tools and consultation. Together, the two organizations will offer a menu of 
telecommute services and products, which include: 
 

• Educational events and programs 
• Employer briefing sessions 
• Custom solo events for high-touch employers 
• Web-based manager and employee training 
• Classroom manager and employee training 
• Do-it-yourself training kits 
• Educational tools and documents 
• One-on-one coaching for managers 
• One-on-one coaching for employees 
• Sample policies and guidelines 
• Goal-setting, assessment, and evaluation 

 
As organizations launch and embrace a telecommuting program, they will be 
assisted by MITE, WFC, Superior Endeavors, TMOs, and CultureRx, in resolving 
barriers.  This, in turn, will result in a telecommuting program will become 
ingrained in their corporate culture, and therefore, become self-sustaining. 
Employers may choose to implement telecommuting on a staggered basis during 
the program period in order to ease and resolve possible start-up challenges. 
 
During program implementation, committed employers may have differing needs 
and adaptations for their information technology infrastructure and equipment for 
telecommuters. Previous experience indicates that some employers will need to 
assess their current remote access guidelines, whether it be for informal or formal 
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telecommute. For each employer, it is critical to telecommuting success that new 
teleworkers receive the technology support and remote access necessary to 
maintain effective performance levels. Before the start-up of telecommuting 
arrangements, participating employees may need to adopt or expand remote 
access and security configurations for their specific job functions. It is significantly 
more complex than simply providing laptops to a group of employees; rather, IT 
departments must ensure that teleworkers have successful technology 
requirements in place before going live remotely.  
 
An ancillary service of information technology consultation will be offered to 
employers, through Superior Endeavors. Each employer will need to provide an IT 
contact to be a part of their initial telecommuting team to ensure that technology 
plans are implemented prior to the telecommute start. Employers will also be 
offered a technology assessment to assist them in defining and documenting the 
telecommuting IT approval process, degree of system support for teleworkers, data 
and telecommunications security, hardware and software recommendations with 
assistance for IT set-up.  

EVALUATION 
The evaluation measures will include quantitative and qualitative metrics that will 
be developed with input from the PMT to properly assess the effectiveness of the 
fulfillment process, in addition to the overall project implementation goal of 
reducing congestion. The data will be analyzed to develop a deeper understanding 
of various factors, including employer size, industry, business type, and 
geographical location. In addition, a methodology report will be developed for 
estimating the cost-effectiveness of telecommuting. Figure 8:  Evaluation Factors 
lists some of the potential performance measures that will be considered. 

 

 

 

 

 

 

 

 

 

 

 

Figure 8: Evaluation Factors  
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 Potential Qualitative 
Measures 

Potential Quantitative 
Measures 

Benefits Achievement -Employer satisfaction 
-Employee satisfaction 
-Changes in telecommuter       
productivity  
-Increased employee life 
balance 
-Mitigation of need for increased 
office space 
-Increase business resiliency  

-Number of participants 
-Reduction in Vehicle Miles 
Traveled 
- Reduction in Vehicle Hours 
Traveled 
- Reduction in Emissions 
-Cost-Effectiveness 
-Office space needed 
-Employee absenteeism 
-Telecommuter retention 
 
 

Fulfillment Steps   

Marketing Communication -Employer feedback on media 
and program offering 
-Degree of on-line community 
building 

-Number of website hits 
-Number of phone inquiries 
-Number of web employer 
applications 
 

Recruitment & Assessment -Employer participant criteria -Number of level A employers  
-Number of level B employers 
-Number of level C employers  

Employer/Employee 
Commitment 

-Feedback from employer 
telecommute coordinators 
-On-line involvement of 
employers and employees 

-Number of employer 
agreements 
-Percent of employer project 
completion 

Implementation & 
Telecommuting Consultation  

-Employer satisfaction with 
incentives 
-Fulfillment of employer 
business goals 

-Number of participants 
-Number of employees 
-Employer technology costs 

 

The Telecommuting Program’s performance tracking tools will be a user friendly 
web-based application, and provide the functionality necessary to collect the 
pertinent tracking data web based. Employees, including those from remote 
locations, will be able to input data about their daily commute schedule.  Only 
Project Managers from MnDOT and SRF will have access to reports and data for all 
participating employers and their employees.  The generated reports and data will 
be used in evaluating the effectiveness of the Telecommuting Program in mitigating 
congestion.  
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In addition, employers and employees will be surveyed regarding their satisfaction 
and comfort with telecommuting arrangements. This web-based survey will occur at 
three intervals over a six-month period: 
 

•  The first survey will occur at enrollment and focus on current commute 
patterns and initial perceptions of telecommuting. 

 
• A second survey will occur after three months of telecommuting. It will be 

used by employers and the implementation consultant to identify potential 
barriers and preliminary travel patterns under the telecommuting scenario. 
 

• A third survey will occur six months after the second survey to assess longer-
term travel behavior and satisfaction with the telecommuting arrangement. 

 
Undoubtedly, the most effective data collection process will be the web-based 
performance tracking tools.  However, both the surveys and the website will 
generate qualitative and quantitative data that will be analyzed by business, 
industry, and geographical areas to assess the overall impact and effectiveness of 
this telecommuting initiative. 
 
A key benefit of having the University of Minnesota leading the UPA telecommuting 
effort is the interest and capability to do groundbreaking research on the impacts of 
these changes.  Using the data that will be collected and shared by the project 
partners, SLPP staff and University of Minnesota faculty will conduct analyses 
regarding the impacts of this increased telecommuting on participant travel 
behavior, commute times, job satisfaction and other relevant impacts of interest to 
the researchers. 
 
To protect private and confidential information, employers would only have access 
to review the information of their employees. In turn, the implementation 
consultant would be able to access metadata not tied to a specific employee name, 
but rather to an employee number. In addition, summary reports will not directly 
specify individual names. Protocols for the collection of information will be 
developed in accordance to each company’s employee information protocol as well 
as in compliance with the State of Minnesota’s Data Practices Act. 
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PROGRAM SCHEDULE  
 

Figure 9: Program Schedule  

 

 

PROGRAM SUSTAINABILITY  
As noted throughout the document, sustainability of the Telecommuting Program 
will be achieved through employer success, communications support, and 
consultation services.  The Telecommuting Program aims to become an integral and 
lasting aspect of the work place culture as a long-term solution to mitigating 
congestion in the Twin Cities metropolitan area.  A sustainability recommendation 
will be developed upon the conclusion of the pilot program. 
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Appendix A: ROWE Adaptive Change Management Strategy 

CultureRx’s approach to Adaptive Change Management provides: 
- A customized approach that combines learning and implementation; 
- A way to address organizations’ unique change issues and priorities; 
- An effective in-house capability to lead and manage future change; 
- Measurable milestones through which individual and organizational progress 

can be evaluated, including: 
o Employer Partner Recruitment 

 Create marketing materials with the support of project 
marketing partners 

 Obtain commitments by the end of February 2009 
 Partner with three key employer partners to identify internal 

change agents/facilitators who will be trained in the ROWE 
change process 

 Identify, with Employer partners, an employee population that 
can achieve a reduction in at least 1,500 trips per week during 
peak travel periods (amongst all partners) to participate in the 
ROWE migration process 

o Measurement Establishment 
 Utilize the ROWE Culture Audit as a tool to measure adaptive 

change 
 Collaborate with project partners to identify measures impacted 

by a reduction of traffic during peak times, including commuting 
patterns, badge swipe data, self-assessments, and new surveys 

 Assist Employer companies in identifying any other measures 
impacted by the culture shift, including productivity, voluntary 
turnover, and involuntary turnover 

o Two-Day Seminar 
 Plan and organize a two-day training seminar with a maximum 

of 25 participants, including three individuals from each key 
partner organization and up to 14 individuals from other 
organizations 

 Each of the employer partners will each receive one ROWE 
Launch Kit. Smaller organizations amongst the key partners will 
have the option to purchase ROWE Launch Kits at a 20% 
discount off of retail 

o Research & Discovery 
 Listen to employees and managers to learn about the current 

culture 
 Document cultural hurdles and roadblocks that will need to be 

overcome together during migration 
o Migration 

 Conducting full-scale workplace migrations of approximately 750 
of the 1,500 participants 

 The Migration process takes approximately 24 weeks at each 
employer site to complete and is comprised of three phases as 
summarized below 
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• 
o Research and Discovery 

Phase 1: Prepare for the Change (weeks 1-6) 

o Pre-migration Culture Audit 
o Pre-migration Culture Audit Review 
o Leadership Education Sessions 

• Phase 2: 
o ROWE Kickoff 

Set the Change in Motion (weeks 7-12) 

o Sludge Sessions 
o Culture Clinics 
o Go Live 

• Phase 3: Learn and Evolve (weeks 13-24) 
o Manager-only Sessions 
o Check-in Survey  
o Team Forums 
o Manager Forums 
o Post-migration Culture Audit 

 
o Rollout 

 Prepare identified Employer Partner change agents to lead the 
Rollout Phase of the migration 

 Provide ongoing support to the Employer Partner change agents 
during initial rollout including monthly conference calls and 
administration, interpretation and reporting for the Pre-
migration Culture Audit, Check-in Survey and Post-migration 
Culture Audit 

 Monitor the rollout phase of the migration and coach change 
agents via monthly conference calls as needed 

o ROWE Measures 
 Pre-migration Culture Audit will identify current strengths, 

weaknesses and motivating behaviors to probe into perceptions 
between managers and individuals in terms of the overall 
corporate climate and establish a baseline for measuring the 
transformation of the culture 

o Check-In Survey 
 Administered four to six weeks after Go Live to measure and 

assess the state of the organization resulting from ROWE 
practices 

 Measures the desired and expected behavioral changes 
occurring  

 Consists of open-ended questions to give individuals an outlet to 
verbalize wins and challenges that are discussed during Team 
Forums 

o Post-Migration Culture Audit 
 Provides a measure of perceived productivity gain that 

individuals have achieved in the new environment 
 Administered approximately three to four months post Phase 3 

of the Migration milestone  
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Audit Results Review 
The Leadership Team will receive an analysis of each Culture Audit in a summary 
report.  The summary report will give a high-level snapshot of the corporate climate 
as perceived by managers (anyone with direct reports) and employees (anyone 
without direct reports) in the areas of: 

• Health and well-being 
• Work environment 
• Performance 
• Culture 

 
Employer Partner Measures 
These measures will be defined via a collaborative effort between each Employer 
Partner, ROWE, SLPP and its affiliates.  All participants will be expected to use web-
based measurement tools provided by the Telecommuting Program to collect 
telecommuting and commuting behavior.   
 
Figure A.1: Change Implementation Risks & Mitigation Actions  
 
Risk: GENERAL CHANGE Risk Level Risk Likelihood Mitigation Action 

Change Definition: 
Failure to define the change 
can lead to unclear business 
case for implementation, a 
change that is not defined, 
lack of a shared vision, loss 
of credibility, and no 
alignment on what or how to 
do it  
 

Moderate Moderate 

• Make sure that there is a 
commonly held definition by 
everyone impacted by the 
change of the current/future 
state (use Humphrey Institute 
resources and materials) 

• Build the case for change  
• Insure that you have an 

appropriate time frame, budget, 
human and business objectives 
to support the change  

• a measurement system to clearly 
understand success 

 

Climate: 
Failure to understand the 
historical barriers to 
implementation can 
undermine the organizations 
capacity change 
 

Moderate Moderate 

• Understand the historical 
organizational barriers and 
developing strategies to 
eliminate them  

• Create feedback mechanisms 
where roles can deal with real 
information  

• Identify employee frame of 
reference  

• Align program with other 
organizational key initiatives  

Sponsorship: 
Failure to initiate a 
sponsorship plan that 
ensures that leaders are fully 
aligned and supportive of 
the change can result in 
mixed messaging, 'lip service' 

Moderate Moderate 

• Generate key roles for critical 
people in the implementation  

• Search for common goals for key 
sponsors  

• Anticipate and manage Sponsor 
succession  
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messaging, and agents 
assuming Sponsorship tasks. 
 

• Identify the most high-leverage 
activities for sponsors 

Employee readiness: 
Failure of the Sponsors to 
predict the impact of the 
change, including not 
understanding the 
employees’ frame of 
reference, not anticipating 
resistance and 
underestimating the 
employees’ strength and 
durability to resist the 
change  
 

Low Low 

• Use organizational language 
• Focus on external drivers  
• Always check for understanding 
• Communicate what won’t 

change 

Risk: GENERAL CHANGE Risk Level Risk Likelihood Mitigation Action 
Culture Fit 
Failure to consider Sub-
culture differences during 
implementation, Sponsors 
not being aware of the 
culture that currently exists, 
and assuming that what 
works in other organizational 
cultures will work exactly the 
same here  
 

High High 

• Reduce activities that focus more 
on 'image' vs. reality  

• Leverage early adopters a higher 
appetite for the change  

• Utilize high-recognition tactics to 
reinforce the desired future 
state of the culture  

• Be prepared to alter the change 
as needed to ensure adoption of 
new behaviors 

 
Reinforcement 
Failure to reward future 
state (instead reinforcing 
present state), and a reward 
structure that is not seen as 
meaningful for employees, 
as well as a management 
style that does not allow for 
outcome based 
reinforcement either 
formally or informally  
 

Moderate Moderate 

• Develop a reinforcement 
strategy that is meaningful based 
on the employees’ frame of 
reference  

• Make it more difficult for people 
to operate successfully in the 
current state  

• Use both formal and informal 
strategies as motivators to 
reinforce future state 
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Communication: 
Not communicating overall 
UPA project goals. Allowing 
resistors to become more 
powerful than the smart 
mob, formal communication 
that is not monitored for 
effectiveness, and 
messages/vehicles not in the 
frame for the type of change 
or audience or target. Lack of 
leadership behaviors that  
EMR behaviors that are out 
of alignment and do not 
reinforce the change 
 

Moderate Moderate 

• Utilize Humphrey Institute 
partner materials and resources 
to reinforce overall vision of UPA 
project 

• Use the language of the culture 
during migration  

• Check often for Understanding  
• Use many communication 

vehicles  
• Generate expectations for 

regular communication  
• Evaluate the effectiveness of 

your vehicles  
• A robust plan that maximizes 

change momentum 
 

Risk: ROWE SPECIFIC Risk Level Risk Likelihood Mitigation Action 

Changing ROWE 
foundational elements 
including Guideposts,  
Definition and inclusive 
nature 

High Likely 

• Leadership team reads Why Work 
Sucks and How to Fix it. 

• Create the internal “Keeper of the 
Guidepost” for each Guidepost 

• ROWE 2-day training for internal 
facilitator and Intensive coaching of 
HR Support partner 

 

Arresting Change 
Momentum 

Moderate Somewhat likely 

• Review customized FAQ document 
with Managers 

• Intensive coaching of Human 
Resource Partner, Executive 
Sponsor and internal facilitator. 

• Frequent touch-base conference 
calls with HR Partner, Executive 
Sponsor, and internal facilitator 

Loss of key internal roles 
including Human Resource 
Partner and Executive 
Sponsor 

Low Not Likely 

• Human Resource Partner engages 
with internal facilitator that has an 
equal amount of passion, energy, 
and influence for the change 

Organizational tension 
created by word of mouth 
about the Pilot 

High Likely 

• Internal communication that 
describes the pilot and Company’s 
commitment to full-scale rollout if 
pilot is deemed successful 

Unwillingness of the 
organization to loosen the 
reins on all internal rules and 
policies that are not aligned 
with ROWE for the Pilot 
team (excludes DOL 
guidelines) 

Moderate Somewhat likely 

• Human Resource Partner  and 
internal facilitator coaching 

• Customization and sign-off of 
internal ROWE FAQ document 
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Prescribing how the change 
will happen (top down) and 
not engaging the people to 
do the adaptive change work 
(smart mob) 

High Likely 

• Leadership reads Leading with an 
Open Heart by Ron Heifetz and 
Marty Linsky. 

• Leadership reads Why Work Sucks 
and How to Fix It. 

• Human Resource Partner, 
Executive Sponsor and internal 
facilitator coaching 

Action and judgment 
without seeking to 
understand - both sides 

High Likely 

• Research and discovery of partner 
Culture 

• ROWE Panel of Experts as part of 
Leadership Education 

• Leadership reads Why Work Sucks 
and How to Fix It 

Risk: FACILITATOR ROLLOUT  Risk Level Risk Likelihood Mitigation Action 

Inability for facilitator to 
handle opposition of 
participants to change 

Moderate Low 

• CultureRx team attends multiple 
sessions to bolster and support 
new facilitator to EMR adaptive 
change techniques 

• Scheduled conference calls with 
facilitators to coach and prepare 
for next session and debrief past 
session 

Facilitator succession – 
facilitator leaves post mid-
stream 

Low Low 
• Multiple facilitators trained in each 

site that can take over change 
activities 

Facilitator does not have the 
ability to command and lead 
social change 

Moderate Moderate 
• Train multiple facilitators from 

each site; pair up strong facilitators 
with weak facilitators 

 
 



 
2 eWorkPlace Collateral Materials and Articles  

  



Earth Friendly
Work-Life Friendly

Smart Business Strategy

Adeel Lari
October 7, 2010



eWorkPlace is state sponsored program 
for metro area employers interested in implementing 

a telework business strategy to achieve cost 
reductions along with increased productivity, work 

quality, and morale.

2Part of the federal Urban Partnership Agreement.



The Costs of Congestion

 The financial cost of congestion:
– 4.2B hours of delay and 2.8B gallons of wasted 

fuel annually*
– Almost $200B after accounting for unreliability, 

inventory, and environmental costs across all 
modes**

 Congestion hurts family and civic life, 
impacting:
– Where people live and work
– Where they shop
– How much they pay for goods and services

Congestion on I-95 in Northern Virginia* Texas Transportation Institute, 2009 Urban Mobility Report
** USDOT internal analysis
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Benefits build on each other: 
Congestion rises/falls faster than traffic

 In 2008, US traffic congestion fell by historic amounts.
– Urban congestion declined by 30 percent overall
– Improved at every hour of the day.
– The dramatic decline almost universal: 

down in 99 of 100 largest metro areas. 

 Source of gains
– On urban interstate highways, total vehicle miles traveled in the 

US declined by about 3 percent compared with 2007

 Source of data
– INRIX: tens of billions of reports from GPS-equipped vehicles. 

(http://scorecard.inrix.com/scorecard/)



Work Plan

• Identify Target Employers

• Marketing and Education

• Recruitment

• Migration

• Evaluation and Measurement

5



eWorkPlace Implementation 
Partners

 CultureRx
– Implement Results-Only Work Environment (ROWE) in 

organizations through its products and services

 Transportation Management Organizations (TMO’S)
_ Help organizations implement traditional telework by providing 

expert services
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Employer Partners
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Employer Partners
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Employer Partners
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telework benefits



Who Benefits
 Telework is a win-win-win program for:

1. Employers of all sizes/industries
2. Employees 
3. Communities  
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Employer Benefits

 Increase productivity
 Reduce need for office space, parking, and utilities
 Fringe benefit with little to no employer cost
 Enhance resilience and flexibility

– Allow continuity of operations in the face of external disruptions 
(severe weather, natural disasters, pandemics)

 Recognition of employer’s social responsibility
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– 16.3% increase in number of calls answered

– 9.5% increase in quick call resolution

– 4.5 customer satisfaction rating on a 5.0 scale

– 2.7% increase in availability  
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Employee Benefits
 Save time and money
 Enhance life balance and Quality
 Greater economic opportunity for lower income 

household and people with disability
 Greater productivity
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Community Benefits
 Improve air quality

– Reduce congestion
A study by George Mason University found for every 1% of 

the D.C. population who telecommutes there’s a 3% 
reduction in traffic delays.

 Conserve energy 
−  Sun Microsystems found commuting was responsible for 

98% of each employee’s carbon footprint. Working from 
home 2-1/2 days per week saved 2-1/2 weeks of commuting 
time per year. 
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Cost of Highway Capacity 
Expansion

Major Urbanized Areas Normal  Cost High Cost

Highway construction cost/ lane mile* $13.4 M. $55.9 M.

Daily traffic volume in peak periods (5-6 hours/day) 10,000 
vehicles

10,000 vehicles

Const. cost per vehicle per mile $1,340 $5,590

Const. cost for 20-mile round trip $26,800 $111,800

Annualized const. cost for 20-mile trip**  $1,742 $7,267

Cost for 20-mile trip per working day $7.00 $29.00

Annual saving from each teleworker*** $875 $3625

Annual Saving from 2700 eWorkPlace goal $2.36 Million $9.78 Million

*Source: FHWA, in 2006 dollars
**Annualization factor 0.065 assuming a 5.25% discount rate and 30-years
*** Teleworkers normally work from home 2.4 times a week (125 days a year)



Proving Bottom Line Benefits
 The business case for telework and workplace flexibility 

is strong, but we need better data.

 The Humphrey Institute of Public Affairs at the U of MN  
is researching the impact of  telework or workplace 
flexibility.

 The Humphrey is looking to partner with 3 to 5 firms.

 If your firm is implementing a telework or workplace 
flexibility program, this study could be a great opportunity 
for you.
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Benefits to Participation

 Gain a clear picture of changes in productivity, 
retention, absenteeism and overhead costs.

 Individualized metrics to fit the needs of your company.

 Reliable data to improve your effectiveness.

 Gain insights into what your employees need and want.
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Contact Information

 Learn more about the “Economic Benefits of Telework for 
Employers” study:

Adeel Lari
State and Local Policy Program

Humphrey Institute of Public Affairs
University of Minnesota

612-624-7746
larix001@umn.edu
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Implication for Rural communities

 Collar Counties
– Keep commuters home
– Vibrant during days
– ???

 Rural Counties
– Recruit from larger areas
– Location does not matter
– ???



GOLDEN VALLEY, Minn. -- The recession has changed many workplaces over the past two year, 
but so have demographics.

Kathy Kacher, president of Career/Life Alliance Services, says Minnesota now has more women in 
the workplace than men, meaning both women and men are taking on added responsibilities in the 
workplace and at home.

Factor in baby boomers who are both raising children and caring for aging parents, and you have 
workers who are feeling squeezed in every direction, particularly mid-career workers who are 
trying to balance high-responsibility jobs with many responsibilities outside of the workplace. 
Kacher says companies that want to retain or attract top talent will have to look at workplace 
flexibility as a way to keep workers both productive and happy. 

Kacher is trying to get the word out about two initiatives that can help employers and employees.

The first is a nationwide initiative called When Work Works. It's goal is to bring research on 
workplace flexibility and effectiveness into the business community.
Kacher says 27 Minnesota companies participated in the program last year and 19 of those 
companies were recognized by the Alfred P. Sloan Foundation for excellence in workplace 
flexibility

The Minnesota Department of Transportation is also 
offering a program called eWorkPlace, which 
focuses on telework as one way to introduce 
flexibility into the workplace.

Telework Twin Cities, April 11th through the 24th 
challenges employers and commuters to register 
and try telecommuting for one or more days a week 
during the two week period.

(Copyright 2010 by KARE. All Rights Reserved.) 
March 31, 2010

http://www.clalliance.com/worklife/en/index.asp�
http://www.whenworkworks.org/�
http://www.eworkplace-mn.com/�






Celebrating Earth Day 2010 in Minnesota Visit
eWorkPlace “Telework Twin Cities” www.eworkplace-mn.com
April 11- 24, 2010 to Register!

Twin Cities metro area commuters are making the pledge to telework for one or more days per week from 
April 11 – 24, and have the chance to a win a mini-notebook computer, an Apple iPad, and more great prizes!

Participants can access free telework training, download a sample proposal to address with their manager 
and learn the “business case” for telework. Telework benefits the environment by reducing CO2 emissions, 
promotes workplace efficiency, saves time, money and energy and reduces traffic congestion.

eWorkPlace “Telework Twin Cities” is a state-sponsored telework program for the Twin Cities metro area, its 
employers and individual community members.

With the assistance from Mn/DOT and from researchers at the Hubert H. Humphrey Institute of Public Affairs 
at the University of Minnesota, you will be counted as a person who is making a difference!
Celebrate the Earth!

Visit www.eworkplace-mn.com or contact Adeel Lari, Program Director, University of Minnesota Humphrey 
Institute. Email larix001@umn.edu or call 612.624.7746 to learn more.
More information:
http://www.eworkplace-mn.com

http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
mailto:larix001@umn.edu�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�






























Community Benefits
A 1% increase in Minnesotans who telework means:

– 25,000 fewer commute trips every day
– 972,000 fewer vehicles miles traveled
– 390,000 less pounds of CO2 emitted daily
– 24,300 less hours spent commuting every week
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program services
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4343

 Strategies to engage managers and employees    

 Draft telework proposal and guidelines

 eCourse trainings

 On-site training and consultation

 Making the “Business Case”

 Evaluation - “commute tool”

Employee resources are available
But going fast…



Cost of Highway Capacity 
Expansion vs Telecommuting

Major Urbanized Areas Normal  Cost High Cost

Highway construction cost/ lane mile* $13.4 M. $55.9 M.

Daily traffic volume in peak periods (5-6 hours/day) 10,000 
vehicles

10,000 vehicles

Const. cost per vehicle per mile $1,340 $5,590

Const. cost for 30-mile round trip $40,200 $167,700

Annualized const. cost for 30-mile trip**  $2,613 $10,900

Cost for 30-mile trip per working day $10.50 $43.75

Annual saving from each teleworker*** $1,312 $5,468

Annual Saving from 10% state employees (7826) $10.27 Million $42.79 Million

*Source: FHWA, in 2006 dollars
**Annualization factor 0.065 assuming a 5.25% discount rate and 30-years
*** Teleworkers normally work from home 2.4 times a week (125 days a year)



QUESTIONS??

 Adeel Lari alari@umn.edu
» 612-860-1672

 Website eWorkplace-mn.com

mailto:alari@umn.edu�


 

 

 

For Immediate Release   Contact Name  Adeel Lari, Program Director 
      Contact E-mail alari@unm.edu 
      Contact Phone 612-860-1672 

 

Innovative Program Encourages Telework in Minnesota 
eWorkPlace event at U of M on July 28 

 

Minneapolis, MN (July 27, 2009) – The University of Minnesota/Hubert H. Humphrey Institute, in 
partnership with the Minnesota Department of Transportation (Mn/DOT) and the Citizens League, will 
host an event on Tuesday, July 28, to help ignite business participation in an innovative program that 
recently launched in the Twin Cities – eWorkPlace.   

eWorkPlace is a state-sponsored program for metro-area  
employers that is funded by a state appropriation to Mn/DOT.  
Its primary purpose is to reduce congestion on roadways in  
and around the Twin Cities by encouraging employers to  
offer workers the option of teleworking (often referred to  
as telecommuting). The program goal is to recruit and  
retain at least 2,700 participants between June 2009  
and June 2010. 

The event will be hosted at the University of Minnesota 
and will feature speakers sharing insights about 
environmental and congestion impact, as well as eWorkPlace  
employer/employee benefits—including increased productivity,  
cost reductions and work-life balance. 

Event speakers include: 

 Khani Sahebjam – Mr. Sahebjam currently serves as the Deputy Commissioner and Chief 
Engineer at Mn/DOT. For nearly 18 years, he has been instrumental in program delivery, 
bridges and structures, state aid and research administration.  

 Erin Kelly – Dr. Kelly, associate professor at the University of Minnesota, studies changes  
in U.S. workplaces and the effects on employees, families and organizations. She is  
co-principal investigator of the Flexible Work and Well-Being Center. 

 

(more) 

 

 
eWorkPlace Breakfast 

 
Tuesday, July 28, 2009 

8:30 am —11:00 am 

Hubert H. Humphrey Institute 
University of Minnesota  

 
Cowles Auditorium and Atrium   

 

 



 

eWorkPlace Event July 28 
Page 2 

 William Schroeer – Mr. Schroeer currently serves as the State Policy Director for Smart 
Growth America. He’s spent 20 years designing and directing transportation and land use 
policy evaluations and examining costs, benefits, feasibility, economic and social impacts. 
During the 1990s, he was an Economist with the U.S. Environmental Protection Agency.  
 

 Terry Carroll – Mr. Carroll is Senior Vice President of Transformation at Fairview Health 
Services, an early adapter of and leader in the telework initiative. He has been instrumental 
in the Results Only Work Environment (ROWE)—that has been implemented in other leading 
Twin Cities’ businesses.  
 

 Lee Anderson – Mr. Anderson serves on the Board of Directors of the Citizens League, one 
of the nation's premiere citizen-based "good government" organizations. He is Manager of 
State and Local Government Relations for General Mills where he advocates the company’s 
interests during the formation of public policy.   

 
 Adeel Lari – Mr. Lari is the eWorkPlace Program Director in the State and Local Policy 

Program at the Hubert H. Humphrey Institute of Public Affairs. He joined the University after 
more than 30 years with Mn/DOT where he led the development and implementation of 
innovative transportation initiatives in Minnesota. 

 
Program officials will be available to share information about telework and how it enables employees to 
work from home or a remote location and connect to the office and clients through the Internet and 
other technology. Telework is a proven business strategy and has demonstrated multiple benefits to 
employers and employees alike.  For more information about the benefits of eWorkPlace, visit our 
Telework Benefits page on www.eworkplace-mn.com. 
 
An important part of the program’s success will come from many free services from telework experts 
that will be offered to employers. Free consulting, training, tools, tips, advice and other program 
services are available for a limited time. 

For more information on eWorkPlace, visit www.eworkplace-mn.com. 
 

#   #   # 

http://www.eworkplace-mn.com/�
http://www.eworkplace-mn.com/�


  

 

For Immediate Release    Kevin Gutknecht, 651-366-4266 

Telework can reduce freeway congestion and boost businesses bottom line 

Minnesota launches campaign to encourage concept in Twin Cities area 
  

Minneapolis, MN (June 1, 2009) – Increased telework can reduce congestion on 
Twin Cities metropolitan freeways, save money for businesses and motorists and 
positively impact the environment. That is the goal of a new program announced 
today by the University of Minnesota in partnership with the Minnesota 
Department of Transportation.  

The telework program is part of an Urban Partnership Agreement, a 
comprehensive initiative to improve traffic flow by reducing congestion on I-35W, 
Highway 77/Cedar Avenue and in downtown Minneapolis using transit, road 
pricing, technology and telecommuting. 

 “If 2,700 Minnesotans teleworked just one day per week, more than 1,000 rush 
hour trips on Twin Cities’ highways each day would be eliminated,” said Nick 
Thompson, Mn/DOT project manager.  

Telework, often called telecommuting, enables employees to work from home or 
a remote location and connect to the office, co-workers and clients through the 
Internet and other technology.  

“Businesses can realize significant benefits by implementing telework programs,” 
said Teresa Wernecke, Executive Director, Downtown Minneapolis 
Transportation Management Organization.  “These include increased employee 
productivity, enhanced recruitment and retention, reduced costs and improved 
business flexibility.”   

Minnesotans will start seeing and hearing about the value of telework when a 
campaign launches on Monday, June 1 online and on radio and outdoor 
billboards.   

The campaign, called eWorkPlace, directs businesses and individuals to log on 
to eworkplace-mn.com for free training, tools and tips. For a limited time, 
employers can register to learn about participating in a pilot program.  Qualifying 
employers for the pilot programs will also be eligible for free or discounted 
personalized professional consulting to launch or expand telework at their 
workplace.  



The effort’s primary purpose is to reduce congestion on roadways in and around 
the Twin Cities by encouraging employers to offer workers the option of 
teleworking. The program goal is to recruit and retain at least 2,700 participants 
between June 2009 and June 2010. 

eWorkPlace is funded by a state appropriation to Mn/DOT and led by the 
U of M.   The Urban Partnership Agreement includes the U.S Department 
of Transportation, the Metropolitan Council/Metro Transit, the city of 
Minneapolis, University of Minnesota, Minnesota Valley Transit Authority, 
and Anoka, Dakota, Hennepin and Ramsey counties and Transportation 
Management Organizations. 

For more information on eWorkPlace, visit www.eworkplace-MN.com. 
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FACT SHEET    Contact Name  Adeel Lari, Program Manager 
      Contact E-mail alari@umn.edu 
      Contact Phone 612-860-1672 

The Facts About eWorkPlace 
 

 eWorkPlace is an initiative to encourage Twin Cities employers (big or small, private, public or 
nonprofit) to offer their employees the option of telework. 

o Telework in this reference is defined as the ability to work from home or a remote 
location and connect to the office, coworkers and clients via the Internet and other 
technology. 

 eWorkPlace has established a program goal of recruiting and retaining at least 2,700 Minnesota 
participants within its first year (June 2009 - June 2010). 

 eWorkPlace is an innovative model that will change and enhance how Minnesota companies 
conduct business, and help the educate the nation about the value of telework. 

 Telework has proven to reduce highway congestion, conserve fuel and reduce fuel-based 
carbon-dioxide emissions 

o If 2,700 Minnesotans teleworked one day per week, it would potentially remove more 
than 1,000 rush hour trips per day on Twin Cities’ roadways. 

o The Environmental Protection Agency states that if merely 10 percent of the nation’s 
workforce teleworked just one day each week, Americans would conserve more than 1.2 
million gallons of fuel per week. 

o Automobiles and light trucks emit 20 percent of the United States’ fossil fuel-based 
carbon dioxide, a key contributor to the greenhouse effect. A 90-minute round-trip 
commute pumps 9 pounds of carbon monoxide and 45 pounds of carbon dioxide into the 
air every day. 

 eWorkPlace is one of several initiatives of the Urban Partnership Agreement, which is aimed  
at reducing traffic congestion on highways throughout the Twin Cities Metro Area. 

 The program to implement eWorkPlace is a collaboration between the Minnesota Department of 
Transportation (Mn/DOT and Hubert H. Humphrey Institute of Public Affairs, University of 
Minnesota and is funded by a state appropriation of $3.2 million. 

 



 

Minnesota Department of Transportation 
Metropolitan Council 

   

Urban Partnership Agreement 
March 2009 

 
Background 
• Minnesota was awarded $133.3 million through the U.S. Department of Transportation’s Urban Partnership 

Agreement to improve traffic flow to and from downtown Minneapolis. The local match of $50.2 million was 
secured in the 2008 legislative session. 

• When the series of projects that make up the initiative are completed in 2010, commuters will experience more 
transportation choices and less traffic congestion on some of the busiest roadways in Minnesota. The initiative 
will accomplish this through a combination of technology, transit, road pricing and telecommuting. 

• The UPA agreement with the U.S. DOT requires that the highway projects be operational by Sept. 30, 2009, 
and most of the transit projects be completed by Dec. 31, 2009. The exceptions are the High Occupancy Toll 
lane within the Highway 62/Crosstown project area, Cedar Grove Park & Ride, and the Lane Guidance System 
will be completed by Oct. 31, 2010.  

• Minnesota’s UPA partnership includes Mn/DOT, the Metropolitan Council/Metro Transit, Minnesota Valley 
Transit Authority, University of Minnesota; Anoka, Dakota, Hennepin and Ramsey counties; the city of 
Minneapolis, and Transportation Management Organizations.  

• This innovative partnership allows Minnesota to leverage federal dollars and keep project costs low while 
pioneering new ways to move traffic. Building the UPA ultimately will increase safety, move goods more 
efficiently and improve the quality of life for motorists. 

  
Project components  
 
Transit  
• Expansion of the single-bus lanes to two-bus lanes on both Marquette Avenue and 2nd Avenue in downtown 

Minneapolis will nearly triple the capacity for the number of buses while reducing bus travel time by up to 10 
minutes through the 16-block downtown area. 

• Construction of nearly 2,900 new parking spaces at six new or expanded park and ride facilities along the 
Highway 77/Cedar Avenue and I-35W corridors north and south of downtown Minneapolis. 

• Purchase of 27 new buses for new or expanded express service from the Highway 77/Ceedar Avenue and  
I-35W corridors to downtown Minneapolis.  

• Construction of a transit-only left turn lane at Highway 62/Crosstown and Highway 77/Cedar Avenue, which 
was completed in November 2008, will result in more predictable and quicker rides.   

 
Road Pricing 
• Existing high occupancy vehicle lanes on I-35W from Burnsville Parkway to I-494 will be converted to MnPASS 

Express lanes.  
• Upon completion of the Crosstown project, a new I-35W MnPASS Express lane from I-494 to 46th Street will be 

opened.  
• From 46th Street to downtown Minneapolis on northbound 35W, UPA will replace current bus-only shoulders 

with priced dynamic shoulder lanes. 
o Buses to travel at free-flow freeway speeds instead of the current 35 mph limit on bus-only shoulders.  
o The priced dynamic shoulder lanes will be used during peak periods and will operate as shared rapid 

transit lanes for buses and carpoolers and MnPASS express lanes for single occupancy vehicles.  
 



Technology 
• Lane guidance technology using global positioning satellites and other techniques will be installed on ten buses 

to keep transit vehicles centered in narrow shoulder lanes, ensuring safe and fast operations on highway 
shoulders. 

• Real-time electronic commuter information signage will be installed at select locations along the I-35W corridor 
to alert motorists about the estimated time of the trip by auto and bus, and how many parking spots are still 
available at the nearest park and ride.  

• Real-time bus arrival and departure signage will be installed on Marquette and 2nd Avenues and at select transit 
facilities along the Cedar Avenue/Highway 77 and I-35W corridors to alert transit customers about arriving and 
departing buses. 

• Transit signal priority on Central Avenue from 2nd Street to 53rd Avenue will provide an advantage for transit and 
help maintain transit schedules 

• Cameras and instrumentation on local roadways connecting to the I-35W and Cedar Avenue/Highway 77 
corridors will provide traveler information for motorists and improve traffic flow.  

 
Telecommuting 
• Partnerships with major employers along the I-35W corridor and in downtown Minneapolis will be established to 

promote flex-time and telecommuting programs with a goal to increase the number of telecommuting workers 
by 500 individuals by 2011. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Mn/DOT Contact: Nick Thompson, 651-366-3152 
Metropolitan Council Contact: Craig Lamothe, 612-349-7690 

www.dot.state.mn.us/upa/ 
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eWorkPlace–The Benefits 
eWorkPlace is state sponsored program for metro area employers interested in implementing a 
telework business strategy to achieve cost reductions along with increased productivity, work quality, 
and morale. 

eWorkPlace is an innovative model that will change and enhance how Minnesota companies conduct 
business and how the state’s workforce works. Following are specific examples of how telework can 
positively impact the business community. 

 
Employer Benefits 

 Teleworking increases an employee’s productivity. 

o A University of Minnesota study of Best Buy employees in the company’s “Results Only 
Work Environment” (ROWE) project found 98 percent of employees reporting “good” or 
“great” performance, compared to 58 percent before implementing ROWE. 

o Olmsted Country’s Human Services Department has 140 case workers who telework 
and typically complete more cases than their non-teleworking counterparts (and they 
have lower rates of absenteeism). 

o Sun Microsystems reports their employees spend 60 percent of the commuting time they 
save performing work for the company. 

o A recent study of American Express teleworkers showed their teleworkers produced 43 
percent more than their office-based counterparts. 

 Offering a telework option enhances recruitment and retention efforts. 

o A Manpower study found 80 percent of U.S. workers would prefer telework if it was 
allowed. 

o A TrueCareers survey reported 75 percent of respondents indicate telecommuting is an 
important option when searching for a new job. 

o Telework makes it easier for the disabled to participate in the workforce. 

o Telework makes it easier to recruit from a wider geographic area. 

 Through eWorkPlace, employers will have access to many free services from telework experts 
including educational events, training and more. 

 

 



 

(more) 

Employee Benefits 

 eWorkPlace provides time and money savings, as well as improved productivity and quality of 
work.   

o A WorldatWork study found telework allows employees to work smarter, not harder, and 
gives them the opportunity to work when it works best for them. 

 eWorkPlace provides work-life balance and quality of life are improved. 

o A WFD/Harris Interactive study found more than two-thirds of teleworkers rated their 
work-life balance “better” or “much better” than it was when they worked in the office. 

 eWorkPlace reduces or eliminates drive times and vehicle trips. 

o In Arizona, state teleworkers drive an estimated 5.25 million fewer miles each year. 

 eWorkPlace can potentially reduce personal expenses. 

o Telework Virginia reports those employees who telework reduce their transportation, 
clothing, dry cleaning and other person work-related expenses. 

 

#   #   # 

 

 

 

 

 

 



Bylined Article  

Written By: 

Tom Workman, Carver County Commissioner, District 2 

Randy Maluchnik, Carver County Commissioner (Vice Chair), District 3  

 

A Win‐Win‐Win Proposition for Business, Employees and Carver County 
Carver County Among the First to Endorse eWorkPlace Initiative – 

Participants Will Save Approximately $6,500 
 
  Earlier this month, the Minnesota Department of Transportation (Mn/DOT,  in partnership with 

the University of Minnesota/Humphrey Institute announced a new initiative called eWorkPlace –  a 

program that could literally change the way Carver County residents work.  And, frankly, we hope it 

does. 

  The program’s primary purpose is to reduce congestion on roadways in and around the Twin 

Cities by encouraging employers to offer workers the option of teleworking (working from home or a 

remote location and connecting to the office, co‐workers and clients through the Internet and other 

technology).   

  We appreciate the fact that this partnership is looking forward and using technology to benefit 

Carver County businesses and communities.  (It’s already a proven model in markets such as Atlanta, 

Houston, Washington DC and others.)  Businesses benefit by an increase in productivity, improvements 

in recruiting/retention and free training/tools on how to effectively run a telework program. 

  Employees benefit because it allows them to work smarter, not necessarily harder, which often 

gives them autonomy and control over their work.  Studies show that telework employees work harder 

and feel a better work‐life balance. It is estimated that a Carver County telecommuter will save on 

average $1980 a year in just automobile expenses and close to $6500 if other saving are considered. In 

today’s economy it is great reason to consider to Telework. 

  The benefits list goes on for businesses and their employees, but in Carver County, we see many 

more benefits to the program. Less commuting for county residents, means more people running 

errands, eating lunch and shopping right here in Carver County.  We see it as a potential boost to Carver 

County’s economic health. 

The program also has a positive impact on our environment.  According to eWorkPlace program 

leaders, automobiles and light trucks emit 20 percent of the United States’ fossil fuel‐based carbon 

dioxide, a key contributor to the greenhouse effect. A 90‐minute round‐trip commute (which many of 

residents drive each day) pumps 9 pounds of carbon monoxide and 45 pounds of carbon dioxide into the 

air every day. 



  As a large employer in our area, Carver County looks forward to determining how our job tasks 

and employees might qualify for this program.  There’s no doubt it’s not for everyone (or every job 

position).  However, when it makes sense, we hope to experience the benefits and share those benefits 

with our employees and residents.  

  If you manage a business in the Carver County area, we encourage you to learn more about 

eWorkPlace to see how you can participate.  If you’re an employee, tell your manager or human 

resource person about eWorkPlace to see if a telework program is right for you and/or your co‐workers.  

Together, we could all change how we work, positively impact our day‐to‐day living and better our 

environment.  Who doesn’t want that? 

For more information on eWorkPlace, visit www.eworkplace‐MN.com. 

 

#   #   # 

http://www.eworkplace/MN.com
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What is eWorkPlace?
eWorkPlace is a state-sponsored program for metro area employers. Its purpose is to 
reduce congestion on the highways in and around the Twin Cities by encouraging 
employers to offer employees the option to telework. Teleworking enables employ-
ees to work from home or a remote location and connect to the offi ce, coworkers, 
and clients via the internet and other technology. The program goals are to recruit 
and retain over 2,700 participants and to reduce regional congestion by eliminating 
or shifting a minimum of 5,400 trips a week from the peak hours on our roads. 

A secondary goal is to develop real-life examples that other employers can draw on 
when considering telework and/or changes to business practices. Telework not only 
has signifi cant benefi ts to employers and employees, it has the potential to limit 
the need for expanded transportation infrastructure. Using electronic survey tech-
niques, eWorkPlace is collecting information from participants to assess reductions 
in vehicle miles traveled (VMT), emissions, and green house gas (GHG) produced as 
well as estimate cost savings to businesses and individuals in the current economic 
environment. 

Program Partners
Through eWorkPlace, Twin Cities employers have two program options. The fi rst 
includes more traditional telework practices and is administered by Metro Transit 
and the TMOs. The second involves a more dramatic cultural shift by adopting a 
Results-Only Work Environment (ROWE).

Metro Transit and Transportation Management Organizations (TMOs)
Created as public-private partnerships, TMOs were established to promote con-
gestion mitigation strategies and advocate for environmentally sound transporta-
tion policies to assure continued and orderly economic growth. TMOs also work to 
increase employer/employee participation in transportation solutions and advance 
public policies and practices. Twin Cities TMOs are:

494 Commuter Services• 
Anoka County TMO• 
Downtown Minneapolis TMO• 
Saint Paul Smart Trips• 

Results-Only Work Environment (ROWE)
ROWE is a radical, commonsense rethinking of how people work and 
live. In a ROWE, people focus on results and only results. Companies 
that embrace ROWE enjoy increases in engagement and productivity 
as people make better decisions about when and where they work.

Urban Partnership Agreement (UPA) 
The UPA is a USDOT initiative to reduce congestion. The State of Minnesota received 
$133 million to reduce congestion through the application of technology, transit, and 
telework. As part of the UPA, the State provided $3.2 million to fund eWorkPlace.
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Minnesota: Gaining a Competitive Advantage

EVERYONE BENEFITS FROM EWORKPLACE
Telework is the only work arrangement that not only reduces highway conges-
tion, but provides ongoing benefi ts for employers, employees, and the com-
munity; benefi ts that extend beyond the employer’s bottom line to include 
employees and the community in far-reaching ways.

Benefi ts to Employers
Increased employee productivity• 
Enhanced recruitment and retention• 
Greater geographic fl exibility• 
Reduced cost of real estate and overhead• 
Reduced absenteeism• 
Expanded access to talented people• 
Better resiliency – economic and disaster• 
Opportunity to provide employees with soft dollar perks• 

A survey released in 2008 by the Computing Technology Industry Asso-
ciation (CompTIA) found that more than two-thirds of companies 
believe telework has led to greater productivity, lower costs, and bet-
ter recruiting and retention.

Benefi ts to Employees
Reduced drive time• 
Saved money on gas and parking• 
Greater productivity• 
Enhanced quality of life• 
Reduced cost of living expenses• 
Greater economic opportunity for lower income households and people • 
with disabilities

A Microsoft survey found that the top three reasons workers would 
like to work from home are to save gas, be more productive, and have 
fewer distractions.

Benefi ts to the Community
Improved air quality• 
Energy conservation• 
Improved highway safety• 
Reduced number of rush hour work trips that contribute to traffi c • 
congestion
Maximized infrastructure investment • 
Energy and environmental benefi ts (less gas used, reduced green house • 
gas emissions and carbon footprints)

A study by George Mason University found that for every 1% of the 
Washington D.C. population who telecommutes, there is a 3% reduc-
tion in traffi c delays.
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Preliminary Measures | Results
A key component of the eWorkPlace program is to measure and evaluate the impacts of 
telework for the community, businesses, and individual participants. While planning for the 
program has been in progress since the Minnesota Legislature appropriated funding during 
the 2008 session, the offi cial program was launched in early 2009 (see program timeline). 

With the focus on leveraging telework as a tool to fi ght congestion and provide a value-added 
benefi t to Twin Cities employers and their employees during the economic downturn, the fol-
lowing measures were developed. 

Community Benefi ts 
A. Participants 
About 5% of all Minnesota workers are engaged in teleworking1. With a total workforce of 
2.7 million people, there are currently about 135,000 teleworkers in the state. 

eWorkPlace’s participant goal is to enroll 2,700 participants who would work remotely at least 
one day per week. The Urban Partnership Agreement (UPA) stipulated a federal requirement 
to recruit 500 telework participants. As of December 31, 2009, the program has 1,204 par-
ticipants, representing 14 Twin Cities employers (see complete list on page 5). These employ-
ers range from small businesses such as Design 1 with less than 10 employees to Ecolab with 
more than 26,000 employees worldwide. They also include public agencies such as Hennepin 
and Carver Counties, and the Minnesota Department of Administration, non-profi ts such as 
Fairview Health Services, and for-profi t companies such as US Bank and Valspar.

B. Trips Reduced
The most effective means to reduce congestion is 
to either build more capacity or reduce the number 
of vehicles on the road during peak travel periods. 
Based on driver behavior and traffi c patterns, a small 
reduction in vehicles during rush hours has an expo-
nential effect on congestion. For example, a 5% 
decrease in peak period trips could result in a 15% 
to 20% reduction in congestion. 

The average teleworker works remotely 2.4 times 
per week2, which is equivalent to approximately 

fi ve commute trips per week. Thus, existing teleworkers in Minnesota remove an estimated 
125,000 commute trips per day off of Minnesota roads, which is equivalent to the number of 
vehicle trips carried by I-394 on a typical weekday3. Furthermore, a 1% increase in the num-
ber of teleworkers in Minnesota would eliminate 25,000 daily commute trips, which would 
take more than 12 freeway lanes to accommodate4. The environmental and social impacts 
coupled with the costs associated with building new freeway capacity in the Twin Cities makes 
reducing peak period trips an important method of managing congestion.

M
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R 2009
FEB

FEBRUARY 2009

FAIRVIEW ADOPTS 
ROWE

PUBLIC LAUNCH

JU
N

 2009
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ER 2009
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LL 2009  
2010  

of eWorkPlace website 
and media campaign. 
Formal recruitment starts.

Becomes first
eWorkPlace employer.
Valspar becomes 2nd 
eWorkPlace employer 
in May. 

NEW EWORKPLACE
EMPLOYERS
Hennepin County and 
Carver County

Creation of 
eWorkPlace brand

LAUNCH OF 
COMMUTE TOOL
eWorkPlace’s online 
impact assessment tool 

Continued employer 
recruitment, support, and 
program implementation 

Telework Twin Cities 
event

Program
conclusion and 
final report

BROAD
RECRUITMENT

INTERIM REPORT
JANUARY 2010

DECEMBER 2010

APRIL 2010

Analysis of Commute Tool 
data

SEPTEMBER 2010

Attracts large and small 
employers, including 
Ecolab, US Bank, Design 1, 
Minnesota Department of 
Administration, and 
Service 800. 

Program Timeline

1 US Census Bureau, 2008 American Community Survey
2 Mn/DOT 2008 Omnibus Survey and Bureau of Labor Statistics
3 Assumes one trip per day reduction by teleworkers and that 7% of these trips are via carpooling or transit.
4 The Highway Capacity Manual estimates the capacity of a freeway lane at 2,000 vehicles per hour.
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C. Vehicle Miles Traveled (VMT) Reduced
The average roundtrip commute in the Twin Cities is 30 miles2. Based on data col-
lected by eWorkPlace, people who telecommute reduce their daily VMT by about 
50% on days they do not go into the offi ce. Thus, a 1% increase in teleworking 
would result in 972,000 less vehicles miles traveled per week or over 46.6 million 
less vehicles miles traveled per year5.

D. Emissions Reduced
Based on fewer trips and the reduction in VMT, the 135,000 existing teleworkers 
avert 1.96 million pounds of CO2 from being emitted every day they telecommute. 
This savings was calculated using a vehicle average fuel economy of 20 miles per 
gallon. By increasing the adoption of telework by 1% in Minnesota, 390,000 fewer 
pounds of CO2 would be released into the atmosphere each day. 

Employer and Individual Benefi ts
A survey released by the CompTIA in 2008 found more than two-thirds of compa-
nies believe telecommuting has led to greater productivity, lower facility costs, and 
better recruiting and retention. Preliminary results reported by participating eWork-
Place employers are highlighted in pages 6 to 10. 

Employees also accrue qualita-
tive and quantitative benefi ts 
from teleworking. A WFD/Har-
ris Interactive study found more 
than two-thirds of teleworkers 
rated their work-life balance 
“better” or “much better” than 
it was when they commuted 
daily to the offi ce. The eWork-
Place program asks participants 
behavioral questions to assess 

qualitative benefi ts and behavioral changes, which will be available as part of the 
fi nal report that is scheduled for completion in December 2010. 

Based on data collected and currently available, the average eWorkPlace partici-
pant saves about $10.16 per telework day in fuel and vehicle maintenance costs. 
This equates to an annual cost savings, which is like a tax-free raise, of $1,170 per 
teleworker. These avoided vehicle costs do not include potential savings or costs 
in parking, eating out, and other business-related expenses. In addition, individual 
eWorkPlace participants save an estimated 22.5 minutes in commute time on days 
they telework. Over the course of a year, this represents over 43 hours6 (more than 
one work week) of time freed up to spend with family, exercise, invest in profes-
sional growth opportunities, and volunteer in the community.

A 1% increase in the 
number of Minnesota 
workers who telecommute 
would mean:

25,000•  fewer commute 
trips on the road every day

972,000•  less vehicles miles 
traveled per week

390,000•  less pounds of 
CO2 emitted daily

24,300•  less hours spent 
commuting every week

$1,170•  average annual 
savings in gas and vehicle 
upkeep per teleworker

5 Assumes teleworking an average of 2.4 times per week and 48 work weeks in a year.
6 Based on 15 less miles traveled per telework day at an average travel speed of 40 miles per hour and 48 work weeks 

in a year.
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A Smart Business Strategy
Giving Minnesota a Competitive Advantage
eWorkPlace is a business strategy and work process that is focused 
on telework and the Results-Only Work Environment (ROWE), both 
of which increase productivity, innovation, and effi ciency and ulti-
mately boost the bottom line. 

Tools Provided to Minnesota Employers
eWorkPlace provides free, online tools to help employers get up and 
teleworking. In addition, eWorkPlace provides nationally recognized 
consultants who have worked with dozens of Minnesota employers to 
establish telework programs. From training managers to choosing the 
right technology, these services helped jumpstart eWorkPlace employ-
ers. The following tools are provided by eWorkPlace:

Manager’s Guide to Telework contains facts, questionnaires, tips, 
and processes crucial to establishing a telework program.

Telework and Quickstart Advice contains suggestions for cus-
tomizing your telework strategies.

Quickstart Telework Agreement a tool for managers and tele-
workers to mutually and quickly determine and agree on effective 
telework arrangements.

Telework Discussion Application assists the potential teleworker 
and supervisor in analyzing the various considerations for telework.

Telework Implementation Steps contains a general planning 
guide for implementing telework.

Telework Policy Agreement contains a guide to develop either 
company policy or an individual agreement that the manager and 
teleworker sign.

Experts to Help You
Need to brief top management? Train managers and staff? Make sure 
potential teleworkers understand the challenges of remote work as well 
as the payoffs? 

eWorkPlace offers the services of two of the nation’s top telework 
experts to participating employers based in the Twin Cities:

MITE − Midwest Area Telecommuting Education • 
WFC Resources• 

Participating eWorkPlace 
Employers
(as of December 2009)

Ecolab• 

Fairview Health Services• 

SERVICE 800• 

Hennepin County Human • 
Services and Public Health 
Department (HSPHD) 

Carver County• 

Interactive Retirement Systems• 

Design 1• 

Midwest Medical Insurance • 
Company (MMIC)

EMA, Inc.• 

RESOURCE• 

Minneapolis 311• 

Minnesota Department of • 
Administration   

Valspar• 

US Bank • 
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Ecolab
Ecolab, a Fortune 500 company, is a Saint Paul business specializing in cleaning, 
sanitizing, food safety, and infection control products and services. The company 
began a telework pilot program in their IT group in January 2009. Subsequently, 
the company partnered with eWorkPlace in June 2009, because of the exper-
tise eWorkPlace provided in helping recruit large groups of telework employees 
within a business. “The consulting services that eWorkPlace offered were invalu-
able to the development of our program,” said Micah Vono, IT Communications 
and Knowledge Management.

The goal of Ecolab’s telework program is more about meeting or exceed-
ing business objectives through an alternative work arrangement, which 
is fl exible and convenient for the employee and the business alike. 

Ecolab is monitoring the success and measurable effects of their program. 
Because the IT group’s output is very measurable, the company will quickly 
know if telework is succeeding from a business standpoint. On a personal level, 
Ecolab encourages their teleworkers to keep in regular contact with each other 
and their supervisors. This will help to assess whether or not the arrangement is 
meeting the teleworker’s needs, along with the overall business objectives of the 
company.

“Telecommuting has reduced the amount of time I spend driving and 
allows me to use this time in a more productive way...” said Jose Jaen, a 
service desk associate. Diane Kapsner, also a service desk associate, said, “The 
hour that I spent driving to and from work, I can now spend doing things 
with my family...I am much more relaxed when dealing with users and 
my performance has improved since telecommuting.”

Results
Ecolab’s pilot telework program had increases in every area of performance when 
an associate worked from home vs. traveling to the offi ce. As a result, telework-
ers answered more calls when working from home, were more available, and 
seemed happier overall. At the end of a three month evaluation period, Ecolab 
reported the following for employees working from home:

2.7% increase in availability • 
9.5% increase in Quick Call Resolution • 
16.3% increase in the number of calls answered• 
4.5 customer satisfaction rating on a 5.0 scale• 

At-a-Glance

Headquarters:
St. Paul, MN

Total employees:
26,000 associates

Offi ces:
Located in over 160 coun-
tries

2008 Global Sales:
$6 billion

2008 Net Income: 
$ 448.1 million

“Telework is a win-win 
situation – a good fi t for the 
telework associate as well 
as our department.” 

– Micah Vono,
 IT Communications and 

Knowledge Management.
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Fairview Health Services
Fairview Health Services, a regionally integrated healthcare network, part-
nered with CultureRx to implement a Results-Only Work Environment 
(ROWE) and shift the way employees and managers approach work. Fairview 
IT employees and managers began participating in ROWE in January 2009 
and completed an assessment in August 2009 to determine improvements in 
stress, well-being, and expectations.

Managers and employees showed improvements in their work, with signifi -
cant improvements in spending less time in unproductive meetings. Managers 
were more open to honest input from employees, and employees reported 
that their manager was also more open to honest input. A manager stated 
this about the new work arrangement, “Work that doesn’t add value to 
the outcome has fallen away. Employees are given the freedom to 
work whenever they need to; you can see their joy in having more 
space to balance life/work.” 

Similarly, an IT employee stated, “ I am able to do 95 percent of my job 
from anywhere and I feel management fully supports me to do my 
job wherever, whenever, as long as the work gets done.” 

Results
Fairview documented improvements in all areas of work for both managers 
and employees, including less stress, better well-being, higher expectations, 
and improved relationships. The company also noted improvements in over-
time and commuting trends, including:

50% decrease in overtime hours• 
3.6% decrease in the average number of trips made by employees • 
during rush hour

At-a-Glance

Program Sponsor:
Terry Carroll

Founded: 
1906

Offi ce Locations: Minne-
apolis, Wyoming, Maple Grove, 
Princeton, Red Wing, Burnsville, 
Edina, Hibbing

Clinics:
48 throughout Minnesota

Number of Employees: 
22,000

Number of Participants: 350

“I’m able to do my work when 
I choose. . . I love not having to 
fi ght rush hour traffi c every day. 
I get an extra hour of sleep and 
an extra hour of work, just by 
eliminating my drive on 35W.”

– Fairview IT Employee
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SERVICE 800
SERVICE 800 was founded in 1989 to provide resources and tools to help 
service organizations measure the quality of the services they deliver. To 
collect the required information, customer service representatives inter-
view customers around the world in 30 native languages every day while 
working from their homes. 

Because its representatives telework, SERVICE 800 has achieved signifi -
cant savings in staffi ng and training. According to Jean Mork Bredeson, 
founder and CEO, “A major advantage of our telework strategy is 
the loyalty and commitment of our customer representatives. The 
convenience and fl exibility of their jobs has kept our turnover 
minimal. In an industry experiencing 300% turnover, our reps stay 
with us a very long time, even more than 10 years.”

SERVICE 800’s fundamental strategy has been to allow skilled individuals 
who may be unable to leave their homes, to have regular employment 
and contribute their abilities to important projects. Expecting that it 
would have diffi culty attracting and retaining certain skilled individuals if 
they needed to travel to a call center, SERVICE 800 designed systems and 
processes to support home-based workers from the start. Taking advan-
tage of ongoing technology advances in communication, data handling, 
and the internet, its systems continually evolve to where employees are 
monitored and managed around the world just as though they were in 
the next room. 

SERVICE 800 is committed to its telework structure and continues to 
expand the number of teleworkers who have both individual and super-
visory roles. Communication on both project and personal levels is 
addressed by encouraging networking among the reps, conducting regu-
lar telephone and web-based meetings for team members, and generally 
promoting a “we are family” philosophy. “Our company is a perfect 
example that anyone, disabled or not, is able to work from home. 
It’s what we’re all about, ” an employee. Another stated, “Telework-
ing has provided me with an income, made me feel like a produc-
tive person, and kept me in touch with the outside world. I am 64 
years old. I plan on working until the day I am no longer here on 
this earth.” 

The Future
Company management believes that teleworking will become more 
common in the future. It has noted that increasing numbers of individu-
als possess the tools and equipment to work remotely and there have 
been many improvements in the technology of measuring the perfor-
mance of remote work.

At-a-Glance

Headquarters:
Wayzata, Minnesota

Total employees:
300 customer service repre-
sentatives, 20 to 40 hours 
per week

Number of participants:
20 -30

Offi ces:
Minneapolis, London, and 
Shanghai

 “In partnering with 
eWorkPlace, we are able to 
provide valuable training 
for our teleworkers, 
measure our contribution to 
reducing traffi c congestion, 
and help to preserve our 
environment.” 

– Cesar Berra, Director of 
World Wide Operations
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Hennepin County Human Services 
and Public Health Department 
(HSPHD)
HSPHD is a participating eWorkPlace employer that began working with 
CultureRx in February 2009 to implement a Results-Only Work Environ-
ment (ROWE). Employees from all levels and job classes in HSPHD – a 
public agency that provides a variety of public assistance, public health, 
and social services to clients throughout Hennepin County – are excited 
about the opportunity to participate in ROWE’s groundbreaking strategy. 
The strategy sought to increase work effi ciencies, and provide transpor-
tation and environmental benefi ts to the region. 

Managers support ROWE because of the benefi ts it provides to the 
agency, including increased productivity and staff resiliency. Early results 
from HSPHD’s Eligibility Supports (ES) service area, which accepts and 
processes client applications for cash, food, and medical assistance, have 
been positive. ES team employees are processing cases at a rate of 95% 
with “no lapse in service” – a 9% increase since August. In-basket num-
bers decreased from 1,300 items to approximately 300 over a three-
month period, and items are being completed within fi ve days of receipt. 
As a result, paperwork redundancies and processing delays are decreas-
ing as well.

ES team employees appreciate the positive effect their migration to ROWE 
has had on the clients they serve as well as their own quality of life. “I 
think ROWE is the best way to work for staff while providing 
excellent service to clients and children,” stated one ES employee. 
Other HSPHD employees have voiced their support for the work-life bal-
ance ROWE has helped them to achieve. “Work fi nally complements 
my life style; it is not a burden and an obstacle around which I am 
forced to live my life, raise my children, etc. I value what I do, am 
more conscious about how I do work, and what kinds of results I 
produce,” stated an employee. 

HSPHD Eligibility Supports Results

95% case-processing rate• 
9% increase in processing cases from August to December• 
77% decrease in unprocessed in-basket items• 

At-a-Glance

HSPHD Director: 
Dan Engstrom

Offi ce Locations: 
Various sites throughout 
Hennepin County

Number of Employees:
2,800 

Number of Participants: 
1,450

“I have noticed that the 
response time of my staff 
has improved, and this past 
month’s [October’s] outcome 
measures have improved as 
well.” 

– HSPHD, Eligibility
Support Manager
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Carver County, Minnesota
Carver County is located southwest of the Twin Cities and is the least 
populated of the seven metro counties. However, it is Minnesota’s fourth 
fastest growing county with an estimated 2008 population of 90,000, 
which is expected to more than double by 2030. The County was eager 
to learn more about eWorkPlace, which could change the way both 
employees and residents work. The County Board passed a resolution 
supporting the concept and practice of telework for Carver County 
employees in August 2009.

“We really like the fact that this partnership is looking forward 
and using technology to benefi t our businesses and communities. 
In fact, it’s already a proven model in markets such as Atlanta, 
Houston, Washington, D.C. and others,” said Tom Workman, Carver 
County Commissioner. “Businesses benefi t by an increase in productivity, 
improvements in recruiting/retention, and free training/tips on how to 
effectively run a telework program.”

Carver County Administrator David Hemze delivered this message to 
county employees: “Carver County will engage in the Urban Part-
nership Agreement – eWorkPlace Telecommuting Project in order 
to increase telecommuting and fl exible work options for employ-
ees. This project will enable Carver County to increase our busi-
ness results, reduce employee commute time and distance, and 
reduce the need for additional offi ce space and parking expan-
sion.”

“The benefi ts list goes on for businesses and their employees, but in 
Carver County, we see many more benefi ts to the program,” says Randy 
Maluchnik, Carver County Commissioner. “Less commuting for our 
residents, means more people running errands, eating lunch and 
shopping right here in our community rather than at businesses 
near their far-away workplace. We see it as a potential boost to 
our county’s economic health, which might be coming at a perfect 
time for many of our small businesses.”

At-a-Glance

Commissioners:  
Randy Maluchnik
Tom Workman
James Ische
Gayle Degler
Tim Lynch

County Administrator: 
David Hemze

Number of Employees:
640

Number of Participants: 
30-50

It is estimated that a Carver 
County teleworker will 
save over $1,000 a year in 
automobile expenses and 
close to $6,500 if other 
savings, such as offi ce 
space, parking, and other 
infrastructure costs, are 
considered.
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CONTACT INFORMATION
Adeel Lari

Program Director
University of Minnesota Humphrey Institute

alari@umn.edu
612.624.7746

Productivity. Innovation.Effi ciency.

The Future is Now.
eWorkPlace will change and enhance how companies work and do business. The time is 
now for employers, employees, and communities alike to recognize the many benefi ts, 

including increased profi tability and quality of life, that eWorkPlace can provide.

Version 2 | 02.08.10 | SRF Consulting Group, Inc.



 
3 UPA Telecommuting Organization Chart 

  



UPA Telecommuting Organization (October 27th, 2008) 

 
HHH  
Telecommuting Program Design 
Design a telecommuting program targeted to employers that feature the most appealing 
employer telecommuting benefits and the positive impact for employees. 
Marketing/Communications Plan 
Develop a Marketing/Communications (MARCOM) to provide a clear strategic pathway 
for the implementation and successful support of the telecommuting program.       
Develop Marketing/Education Materials 
Based on the MARCOM plan needs HHH will develop the creative development 
direction and provide oversight of the creative process.  Creative development will 
include branding, advertising and marketing/educational materials.  A website is the 
intended portal for the telecommuting program providing both employers and employees 
information, participation guidance, and links to resource support and participation 
tracking.  
Program Management 
The entire Telecommuting component will include efforts by CultureRx, Transportation 
Management Organizations, and the Midwest Institute for Telecommuting Education 
(MITE), MnDOT and various consultants.  While MnDOT will be funding a number of 
these efforts directly, SLPP staff will take the responsibility of providing necessary 
technical information to MnDOT and other parties, and coordinating these efforts to 
ensure contracts are properly executed, efforts take place on time, and data shared.   
Steering Committee 
SLPP staff will convene regular meetings of the project leads of the contracted groups 
and other project partners such as MN/DOT and Metro Transit. They will be asked to 
provide technical advice at key decision-points throughout the project, they will also be 
expected to provide guidance for the overall project, and take responsibility for ensuring 
data is properly collected and shared for evaluation and other research projects. 
Research 
A key benefit of having the University of Minnesota leading the UPA telecommuting 
effort is the interest and capability to do groundbreaking research on the impacts of these 
changes.  Using the data that will be collected and shared by the project partners, SLPP 
staff and University of Minnesota faculty will conduct analyses regarding the impacts of 
this increased telecommuting on participant travel behavior, commute times, job 
satisfaction and other relevant impacts of interest to the researchers. 
 
 
 

MN/DOT 
HHH 

Market Research CultureRx SRF TMO’S 



Market Research (Harold Cook, Pat Cameron) 
  
The goal of this project is to better understand the barriers and opportunities that exist for 
telecommuting and provide input in the development of a Marketing/Communications 
(MARCOM) plan to provide a clear strategic pathway for the implementation and 
successful support of the telecommuting program. Market research will also provide 
input into branding, advertising and marketing/educational materials. 
 
CultureRx for R.O.W.E 
 
The transformation from a traditional work environment to a Results-Only Work 
Environment provides numerous benefits for people and business including talent 
attraction, workforce productivity, retention and work-life balance.  Additionally, a 
ROWE has the unique ability to profoundly change traffic patterns by shifting social 
behavior for large groups.  It’s the shift in social behavior that will effectively act to 
reduce traffic congestion. 
The primary goal of the contract is to permanently change commuting patterns for at least 
1500 commuters who regularly use Tier 1 corridors.  The change will enable off-peak 
commuting behavior at least 1X per week for each of 1500 individuals. 
 
SRF (Tempo,MITE, WFC,Superior Endovers) 
 
Project management, Implementation plan, Communication and Marketing (Key 
Messages, Strategies, and Materials). The contractor will implement 
Marketing/Communications plan (MARCOM) developed by HHH state and local policy 
program (SLPP). Contractor will be responsible for production/printing of the marketing 
and education materials. 
Participant Recruitment and Retention:  A key element of this effort will be the 
recruitment and retention of participants in a robust telecommuting program with the help 
from CultureRx and TMO’s 
Contractor with also provide telecommuting assistance and services to employers and 
employees. Evaluation will be ongoing throughout this project.  Of particular importance 
will be measuring variables related to employer and employee satisfaction and comfort, 
effectiveness of various techniques and incentives and overall estimation of participation.  
Of particular importance will be developing and understanding by business, industry, and 
region as to overall impact and effectiveness of telecommuting.  A methodology for 
estimating the cost-effectiveness of telecommuting would be developed and reported. 
Contractor will also be responsible for buying the media 
 
Traffic Management Organizations (TMO’s) 
 
HHH will be working through Metro Transit to build on already developed TMO’s 
relationship with Chamber of commerces and Employers. The primary goal is that 1200 
teleworkers will not travel during peak period at least one day per week. This goal will be 
achieved through recruitment, marketing and education of employers. 
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PMT Meetings

: Deliverables
: Milestones/Meetings

eWorkPlace Project Schedule

1st Q 2nd Q 3rd Q
2009 2010 2011

Phase 6: Reporting

2nd Q3rd Q 4th Q 1st Q4th Q

Phase 5: Evalutation

Phase 1: Planning and 
Pre-Implementation

Phase 2: Recruitment

Phase 3: Media 
Buys/Marketing

Phase 4: 
Implementation/Pilots

1st Q 2nd Q

MARCOM, Website, 
Web Tools, Etc

Wave 1 Media 

Launch Event

Wave 2 Media Wave 3 
Media 

Survey Monkey Commute Tool

Interim Report Final ReportSummaryReport

Results Event

Telework Twin
Cities

1st Employer: 
Fairview adopts ROWE

20 Employers 30 Employers 48 Employers

Commuter 
Challenge

Commuter 
Challenge

Commuter 
Challenge
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Project Management Team Meeting 

August 11, 2009 (1 - 3 PM) 
Humphrey Institute, Room 280 

 

 
 
1. SRF Team  

Website Statistics 
Meeting Materials      
Commute Tool/Evaluation 

 
2. TMOs 

 Recruitment Update 
 Contacts/Leads  
 Upcoming Events 
 Approaches that are working and not working 

 
3. ROWE 
 Recruitment & Deployment Update 
  
4. Humphrey Institute 
 eWorkPlace  Event on July 28 
 Partnership Opportunities 
  When Work Works  
  Citrix 
  Sprint 
 
5. Other Business 
 
 
Next PMT Meeting – September 8, 2009 1-3 PM@ Humphrey 
Institute Room 280 
 



 
 



 

 

 
Project Management Team Meeting 

June 9, 2009 (1 – 3 PM) 
Humphrey Institute, Room 280 

 

 
 
1. SRF Team  

Media Review  
Recruitment Database 
Website Statistics      
Commute Tool/Evaluation 
Promotional Items (banners, give aways, etc) 

 
 
2. TMOs 

Contacts & Events 
Consultant Procurement Process 

 
 
3. Humphrey Institute 
 Culture Rx Update 
 Launch Event 
 
 
Next PMT Meeting – July 14, 2009 1-3 PM 
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I. Telework Goal 
 
The goal of this program is to promote increased use of telework and flexible work scheduling, 
with the ultimate purpose of reducing peak period commuting by eliminating or shifting travel to 
off-peak hours.  Telework can eliminate some peak-period commuting travel by allowing 
commuters to work from home via a computer and electronic link to the office on regularly 
scheduled workdays at least once a week.  
 
Recruitment efforts will focus on mid-to-large sized employers to establish or expand telework 
and retain at minimum 2,700 employee participants for at least 3 months.  The goal of 2,700 
employee participants will be reach through the recruitment efforts of the five Transportation 
Management Organizations (TMOs) and CultureRx (also referred to as ROWE), who will 
have their specific recruitment targets.  
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II. Project Management  
 

 
 
Daily, strategic project decisions will be made by the Humphrey Institute project manager, Adeel 
Lari.  The roles and responsibilities for the project partners listed above are outlined in the UPA 
Telework Project Design

 

 (dated February 17, 2009).  In addition, a list of project management 
related questions and responses are available in Appendix A. 

Five task teams have been formed to facilitate project implementation.  The five task team leads 
are: 
 
1. Project Management – Adeel Lari and John Doan 

2. Marketing and Branding – Jodie Tanaka and Anne Manske 

3. Recruitment – Renee Sandee 

4. Consulting and Training – Jane Anderson 

5. Evaluation – John How and Frank Douma 

 
The project management team will have regular monthly meetings on the first Tuesday of the 
month.  The other four teams will meet on an as needed basis; however regularly scheduled 
meetings are encouraged.  These meetings will depend on the project schedule and needs.   
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III.  Project Schedule  
 
 

 
 
A master project schedule (above) as well as a more detailed schedule, with specific dates, times 
and locations for events will be maintained by SRF using a shared-online project calendar.  It is 
available to all project partners on the secured project file sharing website 
(http://cms.srfconsulting.com/telecommute).  
 

http://cms.srfconsulting.com/telecommute�
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IV. Fulfillment Process  
 
A. Recruitment 

 
1. TMO, WFC and MITE enter potential client contacts into the UPA Telecommute 

database. 
 

a. Entries should only be selective contacts that are potential employers. 
 

b. Coordination among TMOs, WFC and MITE is needed to ensure smooth 
transition of employer contacts from WFC and MITE to the respective 
TMO. 

2. ROWE enters in their clients into the UPA Telecommute database. 
 
3. New employers contacted through TMO events and other sponsored events are 

entered into the database by TMO representative. 
 
4. Individuals filling out interest form from the website automatically populates 

database with contact information. 
 

a. Media, press and other events will drive interested parties to the project 
website. 

 
B. Triage/Assignment/Preliminary Assessment 

1. SRF performs triage from website every other day on a weekly basis. 

2. SRF determines level of response needed which could include a visit 
(Implementer), a phone call (Planner) or an email with links to various online 
resources (Information Seeker).  

3. ROWE will present an overview to the TMOs and SRF of their services, 
framework, and assessment tools for determining if an employer is a better fit for 
ROWE versus the more traditional telework program prior to the website launch. 

4. SRF assigns potential employers, from Step A, to a specific TMO based on 
employers’ geographic location and/or previous relationship with TMO or ROWE. 

5. Automated email will be sent to a TMO or ROWE representative notifying the 
respective TMO or ROWE that an employer has been assigned to them and what 
level of response is needed. 
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 C. Core Assessment 

1. TMO performs assessment (with help from MITE or another telework consultant) 
and gauges employer’s readiness and level of interest/involvement. 

2. TMO enters information into database to help track employers that have been 
contacted and those that have not. 

a. Date contacted 

b. Type of contact (visit, phone, email) 

c. Who contacted employer 

d. Status – awaiting visit, called, sent email, assessment scheduled for 
xx/xx/xx 

e. Outcome – participating in project, unsure, not participating 

3. TMO may determine an employer is better suited for ROWE; TMO coordinates 
with ROWE 

 
D. Commitment 

 
1. Employer willing to implement a telework program signs a Letter of Agreement 

(also known as a commitment letter).  This agreement is between the respective 
TMO or ROWE and the employer.  In order to attain economies of scale, it is 
recommended that only employers committed to having at least 10 participants are 
eligible for the consultant services incentives. 

2. Employer becomes eligible to receive consulting services to help implement 
telework program. 

3. TMO follows up with employers who are unsure about participating in the project. 

 

E. Evaluation 

1. Employer and employees receive initial survey and sign up for the performance 
tracking measure. 
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V. Marketing and Communications  
 
Marketing and Communications will be led by Tempo Creative and premised on the approved 
Telework MARCOM (dated February 17, 2009).  Key elements of the MARCOM include: 
 
Target Audience:  Mid-to-large sized employers (B2B), specifically human resource directors 
and senior management. 
 
Secondary Audience:  Employees/telework consumers (B2C)  
 
Marketing Strategies:  

 Develop brand recognition  

 Utilize traditional and new media to create rapid awareness, credibility and “buzz” for the 
brand 

 Pursue brand endorsement and testimonials  

 Educate and communicate a compelling business case and story through leveraging 
peer/social/professional networks. 

 
E-WorkPlace Website:  Key website characteristics include clear destination, findable, trial, 
portable, transparent and private metrics, open agile methodology, and a one-stop shop.  The 
website will be multi-faceted and multi-layered.  The public pages will serve information seekers 
and employers planning a telework program.  The private, secured pages will serve employers 
who are ready to implement and their employees as well as the project team.  The ease for 
employers and employees to navigate and find relevant information and resources quickly will 
be paramount.  The website will include: 
 
 Basic project information 

 Making the business case (case studies and testimonials) 

 Telework resources and links such as: 

– Steps for employer enrollment 

– Implementation steps 

– Sample telework and flexwork policies 

– QuickStart Telework agreement 

– Descriptions of telework consulting and training services 

– Links to telework research and articles 

– Telework FAQ 

– Information for potential telecommuters 
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– Information on how to approach supervisors 

– Telework office ergonomics and safety 

– Newsletters 
 
 Shared experiences (blogging opportunities) 

 Mash Up for You Tube, Flickr, etc. 

 Interest form linked to a leads database that captures geographic location so TMO/Metro 
Transit can easily identify who should follow-up 

 Assessment tools 

 Training toolkits  

 E-courses 

 Project evaluation tools (Ride Shark) 

 Secured intra-project team file sharing and calendar 

The website will be rolled out in a three-phased approach.  Additional details regarding the three-
phased roll out and timeline can be found in Appendix B.   
 
Media Plan:  Moving forward with the implementation of the eWorkPlace MARCOM plan 
(target audience/media section), the media plan/buy must: 
 
 Meet the challenge of rapidly building brand awareness of eWorkPlace, a new brand within a 

category of low-to-no awareness levels.  Awareness of or consideration for telework is 
simply not in the mindset of either target segment. 

 Generate and direct leads to the eWorkPlace website for project participation.  The number 
and quality of the leads will be a key indicator of the media plan success in the launch phase. 

 Capitalize on the push (employers), pull (employees) strategy of this highly targeted, single 
market project. 

To achieve a successful project launch phase, a recommended allocation of roughly 70% of the 
media buy budget of $470,000 or about $330,000 should be used.  The Media Plan, which will 
be discussed with the Humphrey Institute project manager on April 20, 2009, will provide the 
detailed breakdown for scheduling and segmenting the media buy budget.  Funds will not be 
released for the media buy without express consent of the Humphrey Institute project manager. 
 
The lead media vehicles to achieve the awareness objectives through both target segments and 
that are best suited to the eWorkPlace project include on-line advertising (local sites), radio and 
out-of-home.  All media placements will be targeted within the geographic footprint of the Twin 
Cities to avoid wasteful spending.  In addition, a local media buy strongly enhances the ability to 
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achieve earned media opportunities and editorial support.  A timeline for the initial media launch 
is available in Appendix C.  Additional details regarding the launch and subsequent media 
placements as well as earned media opportunities will be addressed in the media plan.   
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VI.  Recruitment  
 
Recruitment activities will be led by the TMOs and Culture Rx in order to achieve their 
participant targets.  Supporting materials such as the external project website and collateral 
materials (brochures, presentations, etc.) will be developed by the SRF Team with input from the 
project partners and approval from the Humphrey Institute project manager.  In addition, a leads 
database will be developed by the SRF Team and launched by May 1, 2009, to coordinate and 
manage the recruitment efforts.  All project partners will help populate the leads database, with 
SRF triaging the website inquiries.  Please refer to the Fulfillment Process section for more 
details.   
 
Preliminary Outreach 
 
 Inform employers and contacts that project will be coming  

 Gauge where employer is at with telework & level of interest 

 Make the business case 

 Let employers know limited resources will be available 

Strategies 
 
 Personal Relationships, i.e., peer to peer contacts 

 Announcement at TMO sponsored events  

 Announcement through newsletters 

 Seek out opportunity to announce at events’ sponsored by others 

– Speaking briefly 

– As a vendor at table  

 
Tactics 
 
 TMOs, ROWE, and the SRF Team will work together to cull their known contacts lists for 

prospective employers to target, based on size, location, prior history, and industry. This 
information will be used to populate the “Leads”  recruitment database.  

 Email blast to employer contacts from the recruitment database (resources needed:  e-
WorkPlace brand and messaging) 

 Mass mailing to targeted employers (resources needed:  e-WorkPlace brand and messaging) 
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 Personal follow-up through phone calls and/or meetings with employer contacts including 
targeted list and leads from web database triage (resources needed:  Why e-WorkPlace?  
One-page leave behind/pdf). 

 Seek out speaking and vendor opportunities to market e-WorkPlace through associations and 
selected industries.  

Screening 
 
 Level A.  Implementers 

– Personalized assessment with consultants 

– Letter of Agreement and menu of consulting services 
 

 Level B.  Planners 

– Toolkit 

– Training 

– Basic 1 hour briefing session 

– Intermediate 3 hour session 

– Online Personalized assessment with consultants 
 

 Level C.  Information Seekers 

– Website 
 

Resources Needed:  Website, assessment worksheet, toolkit, Letter of Agreement and menu of 
consulting services.  In addition, The SRF Team will provide one train-the-trainer session (up to 
6 hours) per TMO to guide them through the assessment process with a potential employer. 
 
Contingency Plans if Not Meeting Goals 
 
1. Cold call employers not yet reached 

2. Consider offering incentives 

3. Revisit marketing campaign to reflect lessons learned to date 
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VII.  Consulting and Training Services  
 
Culture Rx and the TMOs have full flexibility within their respective budgets to procure 
telework consultants and distribute those services to employers as they see fit.  The sub-
consultants on the SRF Team (MITE, WFC Resources, and Superior Endeavors) are available to 
directly assist the TMOs and ROWE through the TMOs’ and ROWE’s respective budgets.  
These sub-consultants will also support the overall project at the direction of SRF and the 
Humphrey Institute.  A TMO or ROWE may access SRF funds with approval from the 
Humphrey Institute project manager.  Once TMO consultant funds have been exhausted, a TMO 
may receive extra funding based upon performance of achieving recruitment goals and the 
potential opportunity for recruiting additional participants.  It is assumed that Culture Rx has in-
house expertise to achieve their project target, but may request SRF consultant service on an as 
needed basis with approval from the Humphrey Institute project manager. 
 
The telework consulting services are incentives to assist employers and their employees to 
successfully telecommute or shift their commute to off-peak times at least one day per week.  
Details related to the level and type of consulting services will be addressed in the Letter of 
Agreement between the TMOs or ROWE with the employer.  These services are offered on a 
first come, first served basis until the respective consultant budgets are depleted. 
 
In order to maximize success, it is recommended that employers provide an upfront contribution 
to participate in the project.  A 50/50 scale is recommended for employers to hold them 
accountable for achieving their goal.  It is also recommended that for each employee 
participating in the project, the employer receives $100 in telework incentive services (e.g., 
10 employees = $1,000 worth of services, 50 employees = $5,000 worth of services, 100 
employees = $10,000 worth of services). 
  
For example, if an employer commits to having 100 employees participate, they are eligible to 
receive up to $10,000 in telework incentive services.  Initially, the employer will provide a 
$5,000 up-front (half of $10,000) match.  The employer will then be reimbursed on a sliding 
scale based upon their target number of participants (100).  If the employer meets their target, 
they will be refunded 100% of their contribution.  If the employer only meets 50% their target, 
they will not be refunded any of their contribution.  If the employer meets 75% of their target, 
they will be refunded 50% of their contribution (see sliding scale example below).   
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Example Uses a Goal of 100 Employee Participants 
(Note:  The project and employer contributions are based on final results.) 

Percent of Participants 
Reached 

Project Contribution Employer Contribution 

0% to 50% $5,000 $5,000 
60% $6,000 $4,000 
70% $7,000 $3,000 
75% $7,500 $2,500 
80% $8,000 $2,000 
90% $9,000 $1,000 
100% $10,000 $0 

 
In order to ensure that monies are available within the project budget to refund employers for 
meeting their goals, a separate escrow account will be set up to hold the employers’ contributions 
(see funds management process below).  If an employer is interested in increasing their number 
of participants, they can negotiate with the TMO about the availability of additional incentive 
funding.  Any part of the employer contribution forfeited by the employer for not reaching their 
goal will be used to reseed the TMO consultant budget.  When a TMO has exhausted their 
consultant funds, SRF consultant funds will be made available at the discretion of the Humphrey 
Institute project manager.  If SRF consultant funds are used, any employer contribution not 
refunded to the employer will be held in the escrow account to be used by the TMOs.  
 
 
Consulting Services 
 
Many supporting telework tools will be made available online through the eWorkPlace website 
and can be augmented/supplemented through conference calls, webinars, distance based training 
or in-person training.  The SRF telework consulting services are available to the TMOs and 
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ROWE through their respective budgets.  Particular telework consulting services available 
through the SRF Team include: 
   

WFC 
 E-courses for telecommuters and 

managers 

 Training toolkits 

 Briefing sessions, WFC news brief 

 In-house training  

 Telework policies 

 Business cases 

MITE 
 Telework assessment 

 Briefing sessions 

 Implementation consulting 

 Policy refinement 

 In-house training 

 Telework policies 

 Online Ask the Expert 
 

Superior Endeavors 
 
 Technology configuration 

 Remote access consulting 

 Security and privacy 

 
Levels of Employer Involvement and Commitment 
 
Information Seekers:  Limited to eWorkplace website public resources 

Planners:  eWorkplace website public resources plus up to $200 in services/products which 
could include a briefing/assessment session  

Implementers:  eWorkplace website public resources plus $100 per participant of training and 
consulting services.  A minimum of 10 participants is required to receive services.   

 
Levels and Types of Consultant Support 
 
 TMOs will determine the levels of resources used with each employer. 

 Some TMOs may provide their own telework consulting following the initial employer 
assessment 

 Customize employer training to fit employer training needs. 

 After employer assessment is completed, the TMO and employer will make a decision on 
how their project resource funds will be allocated. 

 Three consultant organizations on the SRF Team are available to provide consulting and 
training to employer participants. 



 

Telecommuting Initiative Implementation Plan - 15 - April 17, 2009 

 Tentative ceiling on the amount of consulting/training used per employer is determined by 
the TMO and Culture Rx.  A commonly agreed to ceiling of $10,000 or $20,000 may help to 
provide consistency among employers.  

 
Employer Commitment 
 
The employer will have telecommuters go “live” within 6 to 9 months from employer letter of 
commitment date.  Employer responsibilities to the project include:  
 
 Designating a telework coordinator.  

 Creating an internal team to develop the project. 

 Providing information to conduct an analysis of the organization’s needs and structure.  

 Agreeing to become a case study example.  

 Providing access to the telework coordinator, telework employees, and supervisors for the 
purpose of project evaluation.  

 Providing equipment and telecommunication services as determined by internal needs and 
resources. 

 A written telework policy and telecommuter training is not required, but strongly 
encouraged. 

 
Develop and Finalize Employer Application Process 
 
 Employers complete a 1-page web application. 

 Employer is referred to their respective TMO according to geographic area. 

 TMO or ROWE collects employer letter of commitment from upper management.  Note that 
the agreement is between the TMO or ROWE and the employer.  

 Cutoff date for employer enrollment is established by the TMO or ROWE.  

 There is no separate contract for employers accepted into the program with Mn/DOT, the 
Humphrey Institute or SRF Team. 

 
Approve employers for project entry 
 
 TMO provides approval and negotiation for consultant funds. 

 TMO enrolls a committed employer and provides them with a demonstration of the 
eWorkPlace Commute Tool page , which will be used to track participants and evaluate the 
program.   

 TMOs accommodate requests from employers throughout the project.   

 
Educate employers on reporting and evaluation needs 
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 SRF in conjunction with Mn/DOT and the Humphrey Institute will collect information from 
telework employee participants using an online evaluation webpage, known as the 
eWorkPlace Commute Tool.  Prior to the development and launch of the eWorkPlace 
Commute Tool, the Humphrey Institute will use Survey Monkey as an interim survey tool.  

 The TMOs will collect information on the quality and quantity of telework training and 
consulting services provided. 

 The consultants may distribute brief post training evaluations to employers. 
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VIII. Evaluation and Performance Measures  
 
The program performance measures will include quantitative and qualitative measures that will 
be developed with input from the PMT to properly assess the effectiveness of the fulfillment 
process and the overall project goal of reducing congestion.  The data will be analyzed to 
develop a deeper understanding of various factors, including employer size, industry, business 
type, and geographical location.  In addition, a methodology report will be developed for 
estimating the cost-effectiveness of telework.  A list of evaluation factors and potential 
performance measures to be used includes: 
 
Evaluation Factors  Potential Qualitative 

Measures 
Potential Quantitative 

Measures 
Benefits Achievement – Employer satisfaction 

– Employee satisfaction 
– Changes in telecommuter 

productivity  
– Increased employee life 

balance 
– Mitigation of need for 

increased office space 
– Increase business resiliency  

– Number of participants 
– Reduction in Vehicle Miles 

Traveled 
– Reduction in Vehicle Hours 

Traveled 
– Reduction in Emissions 
– Cost-Effectiveness 
– Office space needed 
– Employee absenteeism 
– Telecommuter retention 

Fulfillment Steps   
Marketing Communication – Employer feedback on media 

and program offering 
– Degree of on-line community 

building 

– Number of website hits 
– Number of phone inquiries 
– Number of web employer 

applications 
Recruitment & Assessment – Employer participant criteria – Number of level A employers 

– Number of level B employers 
– Number of level C employers  

Employer/Employee 
Commitment 

– Feedback from employer 
telecommute coordinators 

– On-line involvement of 
employers and employees 

– Number of employer 
agreements 

– Percent of employer project 
completion 

Implementation & Telework 
Consultation 

– Employer satisfaction with 
incentives 

– Fulfillment of employer 
business goals 

– Number of participants 
– Number of employees 
– Employer technology costs 

 
 
Evaluation and Performance Measure Tool 
 
SRF has selected RideShark as the Telework Program’s performance tracking tool.  This tool 
will be branded the “eWorkPlace Commute Tool”. It is a user-friendly web-based application 
that provides the functionality necessary to collect the pertinent tracking data.  Employees, 
including those from remote locations, will be able to access their daily commute schedule and 
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route.  Only Project Managers from the Humphrey Institute and SRF will have access to reports 
and data for all participating employers and their employees.  The generated reports and data will 
be used in evaluating the effectiveness of the Telework Program in mitigating congestion.  SRF 
is procuring the Ride Shark software in early April with a launch date set for early May.   
 
 
Survey 
 
In addition, employers and employees will be surveyed regarding their satisfaction and comfort 
with telework arrangements.  Due to the start of Fairview Medical in early April, prior to the 
launch of the RideShark software, the Humphrey Institute has created a survey tool using Survey 
Monkey to elicit responses from participants.  This tool will also supplement the web-based tool 
until RideShark can be launched.  Once RideShark has been launched, Humphrey will 
collaborate with SRF to create a new survey to collect employee/employer satisfaction with the 
project. 
 
This web-based survey, once automated, will be pushed to participants at three intervals over a 
nine-month period: 
 
 The first survey will occur at enrollment and focus on current commute patterns and initial 

perceptions of teleworking. 
 
 A second survey will occur after three month of teleworking.  It will be used by employers 

and the implementation consultant to identify potential barriers and travel patterns under the 
telework scenario. 

 
 A third survey will occur nine months after enrollment in the program to assess longer-term 

travel behavior and satisfaction with the telework arrangement. 
 
 
Confidentiality Issues 
 
To protect private and confidential information, employers would only have access to review the 
information of their respective employees.  In turn, the Humphrey Institute and SRF would be 
able to access metadata not tied to a specific employee name, but rather to an employee number.  
In addition, summary reports will not directly specify individual names.  Protocols for the 
collection of information will be developed in accordance to each company’s employee 
information protocol as well as in compliance with the State of Minnesota’s Data Practices Act. 
 
Findings will be used to generate a report for the State Legislature showing the results of 
implementing the telework program. 
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Appendix A:  Project Management Questions and Answers 
 
 
1. Will SRF pay for TMO’s assessments with employers?  If so, how many?  

a. SRF will pay for ONE assessment (i.e., one visit) per TMO.  This will allow the 
TMO to be trained on how to do an assessment (train the trainer).  This 
tutorial/shadowing opportunity will allow for up to 6 hours of time for MITE to 
conduct an assessment with the TMO present to assist. 

 
2. When will TMOs have access to SRF funds for consultant fees?  (i.e., Who pays for 

what?) 

a. A TMO may access SRF funds with approval from the Humphrey Institute project 
manager after the TMO has exhausted its own consultant funds.  The TMO will use 
their respective consultant fund to pay for telework services including IT services.  
Once TMO consultant funds have been exhausted, a TMO may receive extra funding 
based upon performance of achieving recruitment goals and the potential opportunity 
for recruiting additional participants.  

 
3. How do TMO answer IT questions/issues?  Who pays for this service?  

a. SRF will pay up to 4 hours for Superior Endeavors to create an IT FAQs list that 
TMO can bring to assessments to help answer basic IT questions.  Additional time 
and services needed for IT issues will be paid for by the respective TMO. 

 
4. Who do MITE, WFC and Superior Endeavors charge for services? 

a. Consultants including MITE, WFC and Superior Endeavors will charge the TMOs 
for their services and products based upon their respective agreements.  Unless 
authorized by SRF, as described in questions 1 and 3, TMOs can use any telework 
consultant they decided best suits their needs. 

 
5. How do TMOs coordinate with ROWE about recruiting contacts for telework 

services? Should TMOs contact ROWE employers directly? 

a. TMOs will coordinate with ROWE to maximize potential recruits from companies 
(i.e., some departments may be better suited for ROWE while others may be suited 
for telework).  ROWE will enter their contacts into the recruitment database to 
facilitate coordination. 

 
6. Who handles triage from website?  

a. SRF will handle triage from website and assign potential clients/employers to TMOs 
or ROWE based on geographic location,previous relationships, and suitability. 
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7. Do the TMOs set their own scale/process for distributing funds? Is there a ceiling for 
the amount of money an employer can access for consulting services? How do we hold 
employers accountable? 

a. Ultimately, TMO should decide how to allocate funds to achieve their recruitments 
goals.  Based on the total TMO budget for consultant services of $139,500 and the 
goal of 1,200 participants, it is recommended that TMOs use a scale of $100 per 
participant to allocate funding per employer (e.g., 10 employees = $1,000 worth of 
services, 50 employees = $5,000 worth of services).  

 
b. It is recommended that employers provide an upfront contribution to participate in 

the project.  A 50/50 scale is recommended for employers to hold them accountable 
for achieving their goal.  For example, if an employer commits to having 
100 employees participate, then the employer will provide a $5,000 up-front (half of 
$10,000) match.  The employer will then be reimbursed on a sliding scale based 
upon their target number of participants (100).  If the employer meets their target, 
they will be refunded 100% of their contribution.  If the employer only meets 50% 
their target, they will not be refunded any of their contribution.  If the employer 
meets 75% of their target, they will be refunded 50% of their contribution (see 
sliding scale example below).   

 
Example Uses a Goal of 100 Employee Participants 

(Note:  The project and employer contributions are based on final results.) 
Percent of Participants 

Reached 
Project Contribution Employer Contribution 

0% to 50% $5,000 $5,000 
60% $6,000 $4,000 
70% $7,000 $3,000 
75% $7,500 $2,500 
80% $8,000 $2,000 
90% $9,000 $1,000 
100% $10,000 $0 

 
8. Should there be a minimum number of employees per employer that need to 

participate to receive consulting services?  

a. The recommended minimum number of participants an employer must have to be 
eligible for the incentives project (consultant services) is 10.  Employers who have 
less than 10 can still participate in the project and be counted/tracked using the 
performance measure software, but will not receive any incentives for consultant 
time or products.  The TMOs and ROWE have the authority to waive this criteria.  

 
9. Does a 10-hour/4-day workweek count as telework? 
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a. A 10-hour/4-day workweek will count as telework.  In addition, any change in work 
schedule that shifts the existing commute time from the peak period to off-peak 
travel will also be counted. 

 
10. When does the website go live? 

a. The current goal is sometime in May 2009 (the sooner the better)! 
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Appendix B:  eWorkPlace Website Design and Development 
 
 
E X E C U T I V E  S U M M ARY  
 
The following includes 3/22 client direction and includes Tempo Creative’s recommended 
approach to eWorkPlace website.  
 
 
Objective 
To design, engineer, launch and support a forward-thinking website for eWorkPlace to increase 
search engine visibility, improve the user experience, establish a solid technical foundation, 
organize information, provide lead management (CRM) and enhance the eWorkPlace brand 
identity on the web. 
 
 
Website Development Plan 
The project will have 3 primary phases.  The phases are designed to be executable one after the 
other.  This phased approach is designed to get as much content in the public space as quickly as 
possible with the goal of completing the site design and functionality by the campaign launch 
date in mid-May. 
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P H AS E  O N E  |  f o u n d a t i o n  
 
Phase one will establish a web presence for eWorkPlace as quickly as possible.  This is 
important to allow search engines to begin indexing the site and increasing the site’s search 
results.  Steps to get the site live will include development/approval of wireframes, implementing 
design and launching Phase 1 of the site, coding for search engine optimization, and the 
establishment of the extensible architecture for Phases 2 and 3 development. 
 
 
Design 
Tempo Creative will create a look and feel for the eWorkPlace website that will be an extension 
of the brand elements.  The design will emphasize usability and quick access to key site content 
while clearly communicating the brand values of eWorkPlace. 
 
 
Development 
Upon final design/wireframe approval, Tempo Creative will convert the comps into search-
engine-optimized, standards-compliant web pages.  We’ll use current coding and configuration 
techniques to ensure that the site’s content is indexed by all major search engines.  We’ll 
establish a long-term plan to ensure that the site’s page rank increases over time, thus improving 
searchability as the site matures. 
 
Functionality will be integrated such as a back-end content management system (CMS) to allow 
program admins to change and update content on the site without the need for any technical 
support. 
 
 
Technical Foundation 
We plan to utilize open source technologies whenever possible, which translates to a lower 
overhead cost and more flexible development options.  Furthermore, the site will strongly 
support the development of free, emerging data sharing web idioms and standards such as 
RSS/Atom feeds and Microformats.  During the design phase, we’ll make recommendations on 
specific technologies to utilize. 
 
 
Hosting and Supporting Services 
The eWorkPlace site will be hosted on SRF’s server, which is secure and reliable as well as has 
robust capacity, bandwidth, and functionality for what is envisioned.  This will allow SRF to 
maintain full control and access for maintenance and updates to the website, which can be made 
live instantly upon project manager approval.  The website will also establish the use of free 
supporting services from Google to enhance the overall IT infrastructure.  Services include 
Webmaster tool, and site analytics. 
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PHASE TWO | content and functionality 

Phase two will build upon the foundation of phase one.  Functionality includes the ability for 
SRF to upload eWorkPlace content (Participant Requirements, FAQs, Business cases, white 
papers, etc) for participants and interested employers.  Social technology functionality will also 
be layered in phase two.  See below for details. 
 
 
User Interaction 
The number one reason why users make repeat visits to a website is that the site is useful.  Static 
sites provide a one-time consumption of information without creating a need for the user to 
return to the site.  Along with the ability to publish data relevant to the program, we'll overlay the 
use of social technology to create a more engaging experience 
 
 
eWorkPlace Blog 
Blogs are an efficient way to increase site visibility in search engines, as fresh content is 
frequently indexed by search engine crawlers.  We’ll integrate a blogging engine into the 
eWorkPlace site to give the program an additional communication platform.  If needed, we can 
also use the blogging system to publish podcasts, videos, pictures etc.  
 
 
Mashups 
A mashup is a website that combines content from multiple systems into one integrated 
experience.  Video can be hosted at sites such as YouTube or Vimeo, photos can be hosted at 
flickr, interactive maps and satellite imagery come from Google Maps, and large audio files can 
be hosted on cloud computers at Amazon.  The benefit of pushing content off to third-party sites 
is that it reduces maintenance for eWorkPlace, increases the performance of the website, and 
makes it easy to update content on demand.  We’ll provide recommendations on potential mash 
ups as we get further into the site design. 
 
 
Social Web 
The social web will be beneficial in creating a web brand identity for eWorkPlace.  The use of 
social media such as Twitter, Facebook, LinkedIn and Google Groups will increase visibility of 
the program to current and potential participants.  Guidance will be provided on the best ways to 
participate in the social web. 
 
 
Email Marketing 
For email marketing services, we recommend partnering with a third-party provider 
(MailChimp.com).  Third-party emailing systems shield you from the complexities of email 
delivery, spam avoidance, and email visual presentation.  Tempo will create email templates and 
develop an integrated strategy for collecting contact information, sending emails, and using 
email campaigns as a way to continue conversations with participants and interested parties.
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PHASE THREE | lead management 
 
Phase three will incorporate a lead management database (Customer Relationship Management).  
Interested employers will be able to apply for more information and request participation in the 
program while program administrators will be able to easily manage contacts and assign leads. 
 
 
Customer Relationship Management (“Leads” Database) 
SRF will develop a CRM system that supports easy management and assignment of leads to 
TMOs and CultureRX.  The eWorkPlace website will include a form for interested participants 
that integrates seamlessly into the leads database .  This will help the TMOs to avoid duplication 
of recruitment efforts amongst themselves and with CultureRX.  
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Appendix B:  eWorkPlace Website Timeline 
 
 2009 Calendar Reflects Activity Within Given Week  
 4-6 4-13 4-20 4-27 5-4 5-11 5-18 5-25 6/1 
          
Develop wireframe; gather requirement; 
establish  coding approach-2 Weeks          

 

          
Present client wireframe to client           
          
Revise wireframe as directed           
          
Present client revised wireframe/Secure 
approval          

 

          
Design site-template pages/content                
          
Present creative design and pre-determined 
content pages          

 

          
Revise creative per client direction.  Continue 
projecting and site development.             

 

          
Present and secure client approval of site 
design/content on an on-going basis              

 

          
Test site.  Troubleshoot.  Go live prior to media 
launch            

 

          
Final delivery & confirmation           

 
 
 



 

Telecommuting Initiative Implementation Plan - 27 - April 17, 2009 

Appendix C:  eWorkPlace Campaign Launch Media Timeline  
 
 
 2009 Calendar Reflects Activity Within Given Week  

 4-6 4-13 4-20 4-27 5-4 5-11 5-18 5-25 6-1 6-8 
           
Planning/schedule development            
           
Present media plan/schedule to the 
client             
           
Revise media plan per client direction             
           
Present client revised media plan            
           
Make final plan and schedule revisions            
           
Secure client approval of plan/schedule; 
Secure pre-payment of approved media            
           
Reserve/place media             
           
Develop media materials             
           
Campaign launch with media event; 
Exact date TBD             
           
Monitor media schedule on an on-going 
basis; Issue monthly reports              
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INTRODUCTION 
The University of Minnesota, through staff at the Hubert Humphrey Institute, State Local 
Policy Program (SLPP) has developed the following telecommuting program marketing and 
communications (MARCOM) plan. It provides the strategic pathway for the development and 
execution of the project implementation plan. As a living document, it will require proactive 
revisions for the duration of the program, based on program feedback from participants, 
performance reports, changing market conditions, and input from the PMT and UPA program 
partners. The diagram below defines the strategic process steps needed to sustain a 
strategically sound program. 
 
 
 
 
 
 
 
 
 
 
 
 
TELECOMMUTING PROGRAM OVERVIEW 
With expected growth of an additional one million people in the Twin Cities by 2030, more 
resources and innovative demand management approaches are needed to maximize 
infrastructure investment and reduce congestion. It is also recognized that for financial, 
political, environmental, and community reasons, the region cannot ease congestion by simply 
continuing to build more freeway capacity.  
 
In 2007, Minnesota was awarded $133.3 million through the U.S. Department of 
Transportation’s Urban Partnership Agreement (UPA) Program for strategies to reduce traffic 
congestion in the Twin Cities. One of the key strategies of this program is telecommuting, in 
addition to tolling, transit, and technology (the 4 Ts). Telecommuting’s goal, specifically, is to 
increase the number of telecommuters and/or workers on flexible work schedules by 500 
individuals. The initiative will engage major area employers to establish or expand 
telecommuting and flexible scheduling plans to reduce congestion in the region. 
In addition to the profound impact on congestion and reduction of vehicle miles traveled, 
ancillary benefits of telecommuting include: reducing greenhouse gas emissions, positively 
impacting overall energy consumption, increasing employee productivity and retention, quality 
of life, and benefiting companies’ bottom lines. 
 
Minnesota’s telecommuting initiative represents a collaboration of the Mn/DOT, Transportation 
Management Organizations (TMOs), Culture Rx (ROWE) and the University of Minnesota’s 
Hubert H. Humphrey Institute. Other partners include The Met Council, Metro Transit, I-35W 
Corridor Coalition, Counties, Cities and other transit providers. SRF Consulting Group (SRF) 
will provide the necessary program management support and performance measurement to 
ensure the telecommuting initiative’s effectiveness.  SRF, in collaboration and coordination 
with the Telecommuting Initiative management team, will develop and execute an 
implementation plan with approval by the SLPP project manager. The implementation plan will 
include the integration of this MARCOM plan.   
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MN/DOT RESEARCH FINDINGS AND CONCLUSIONS 
Mn/DOT conducted primary market research to ensure that the telecommuting initiative is 
based on scientific knowledge and to better understand the barriers and opportunities that 
exist for telecommuting and provide input in the development of this Marketing & 
Communications (MARCOM) plan for strategic direction and successful support of the 
telecommuting program. The research addresses today’s most common barriers that keep 
employers from encouraging telecommuting, and to understand the different attitudes among 
diverse company leaders regarding telecommuting and how solutions will be derived. 
 
Key highlights of the research findings and conclusions include: 
 

• Corporate culture is important in telecommuting acceptance and resistance. 
It is critical to recruit a Human Resources (HR) professional to be the telecommuting 
program advocate. The HR contact will promote program participation to senior 
management and be instrumental for implementation and sustainability. 
 

• The information, tools, and consulting services are necessary for HR professionals to 
take action of selling and implementing the program. Telecommuting barriers will vary 
by company, and access to support resources to resolve barriers were a priority among 
the employer (HR) groups. 
 

• Senior management needs to understand the return on investment (ROI) to implement 
a telecommuting program. HR managers will require the educational materials that sell 
the telecommuting program in C-suite speak. Both senior management and HR 
managers resonate to the benefits of: increased productivity, cost reduction, 
recruitment and retention. Telecommuting is also viewed as staying competitive. 
 

• Employees are very open to telecommuting. They understood the personal benefits—
especially increased productivity and life balance, and they recognized the employer 
benefits. Most employees with jobs that include telecommuting appropriate tasks would 
jump at the opportunity to telecommute.  
 

• Both employers and employees think endorsements, testimonials and case studies 
would build program credibility.  
 

• An interactive web site will be the foundation of the program as it is a great fit for 
telecommuting and it is an expected place to get information about all the program 
aspects—general information, tools, consultation contacts, relevant links, Q/A corner, 
etc. Some HR participants expressed concern about employees sharing on a public 
website without a moderator for fear it could become a place to go complain.  
 

• The top 2 program names are e-workplace and e-commute. E-workplace is preferred by 
most employers, as the name stresses work and offers a competitive advantage—we 
are an e-workplace. E-commute is preferred by employees and is descriptive of 
telecommuting without venturing into other work flexibility options. 
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OTHER MARKET PROGRAMS 
Feasibility studies, training, coordination, marketing and promotion of such programs are all 
eligible for funds from the U.S. DOT Congestion Mitigation and Air Quality Improvements 
Program (CMAQ). However, the construction or physical establishment of designated 
telecommuting centers, purchase of computer and/or office equipment and other related 
activities are not eligible for CMAQ funds. CMAQ’s purpose is to provide flexible funding for 
state and local governments to fund transportation projects and programs that will help meet 
the requirements of the Clean Air Act and its amendments. With more cities taking advantage 
of available federal funds for the implementation of telecommuting programs, there have been 
several successful programs in the United States1

The State of Georgia and the Georgia Merit System have worked together to implement a 
statewide initiative entitled “Work Away” that encourages telecommuting and flexible work 
scheduling options for eligible state employees. On September 9, 2003, Governor Sonny 
Perdue signed an executive order that required all state departments and agencies to consider 
participation in the Work Away Program and seek opportunities to implement telecommuting 
initiatives in the workplace. Recognizing that the state of Georgia is the single largest 
employer in the state with nearly 90,000 employees, this initiative would help to reduce traffic 
congestion and set a positive example for the private sector. With $2.15 billion in 
transportation funds, approximately $900 million was spent on congestion mitigation projects, 
including the Work Away Program

 
 
Atlanta: Work Away and the Telecommute Tax Credit 

2

 
. 

For non-state employees, the Clean Air Campaign has worked with the Georgia General 
Assembly and the State Revenue Commission to offer employers a telecommute tax credit.  
Employers are eligible for a one-time tax credit of up to $20,000 to offset design and 
assessment costs, such as planning, consulting, training and raw labor costs, as well as 
annual credits of up to $1,200 per new telecommuter. These annual credits include expenses 
such as equipment, software, and maintenance. Eligible employers must pay Georgia income 
tax and have telecommuters that telecommute at least 5 days or more per month.  As the 
Georgia General Assembly only has allotted a specific monetary amount for tax credits, 
eligible employers must apply to the State Revenue Commission for consideration. The 2009 
allotment has been set for $2 million. Additionally, the Clean Air Campaign has commuter 
rewards such as cash and other prizes for people who telecommute or opt for other alternative 
commutes that will decrease emissions and improve air quality3

The Houston-Galveston Area Council (H-GAC), a regional organization that services thirteen 
counties, helps local governments consider issues and cooperate in solving area-wide 
problems. Working in conjunction with the Metropolitan Transit Authority (METRO), the Texas 
Department of Transportation (TxDOT), Brazos Transit System, Colorado Valley Transit, Gulf 
Coast Center, City of Galveston Island Transit, and the region’s Transportation Management 

. (See Exhibit A) 
 
Houston: Commute Solutions  

                                                      
1 U.S. Department of Transportation: Federal Highway Administration.  October 2005.  “CMAQ and Telecommute Programs.”  
http://www.fhwa.dot.gov/environment/cmaaqpgs/telework/index.htm    

 
2 “Governor Perdue Unveils Telework Initiative to Address Traffic Woes.”  9 September 2003.  State of Georgia.  
http://gov.georgia.gov/00/press/detail/0,2668,78006749_91290006_91679969,00.html 
 
3 Clean Air Campaign.  2008.  www.cleanaircampaign.com  
 

http://www.fhwa.dot.gov/environment/cmaaqpgs/telework/index.htm�
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Organizations (TMOs), H-GAC has designed incentives for businesses to implement 
telecommuting programs. The $9.6 million Commute Solutions Program, which receives $7.68 
million in CMAQ funds, focuses on improving Houston’s mobility by working with top 
executives of large employers in highly congested areas to adopt flexible productive work 
places. This includes options such as telecommuting, compressed work weeks, flextime, and 
job sharing4

 
.   

By offering free consulting services through the Commute Solutions Program, employers can 
start or expand their own telecommuting programs by measuring employee commuting 
patterns and current traffic congestion to change policies and practices that increase mobility, 
retention and productivity. Through employer documentation of flexible workplace solutions, 
current program successes, and in-house challenges to keep employees off the streets during 
peak hours, the Commute Solutions Program has become widely successful through the 
Houston metropolitan area2.  
 
Additionally, the Commute Solutions Program provides tax credits for emissions reductions to 
employers and their employees who reduce VMT through telecommuting as well as a tax 
deduction for those who donated their emission credits to H-GAC’s Area Emission Reduction 
Credit Organization (AERCO), an institution designed to facilitate the trading of emissions 
credits in the state’s non-attainment areas. This includes the creation, documentation and 
certification of emissions credits and allowances5

 
.    

Houston’s trading system is comprised of three programs: the Emissions Reduction Credit 
Banking and Trading Program, the Discrete Emissions Reduction Credit Banking and Trading 
Program, and the Mass Emissions Cap and Trade Program. As the first two programs are 
open-market based and the third allowance-based, there are provisions for converting the 
three kinds of credits into allowances; thus Houston’s trading system operates as a hybrid 
between the two with AERCO as the facilitator. Since AERCO is a designated 501(c)3, it can 
receive tax-deductible donations of emissions reduction credits or contributions in addition to 
credit donations from employers who have implemented telecommuting programs5.   
 
In order to continue to promote telecommuting and other flexible work options, the City of 
Houston has incorporated a “Flex in the City” program, which is an opportunity for employers 
to try flexible work options by adopting an additional flex option that will eliminate at least 
one peak commute. This joint effort between employers and the City of Houston requires 
employers to monitor employee productivity and Houston to monitor congestion and mobility.  
Findings indicate that employees that enter this trial program tend to implement a more 
permanent telecommuting program that coincides with the Commute Solutions program6

Los Angeles County launched The Telecommuting Program in 1989 as a means to help reduce 
air pollution from automobile emissions and traffic congestion. With approximately 3% of the 

. 
(See Exhibit B) 
 
Los Angeles County: The Telecommuting Program 

                                                      
4 Commute Solutions: A Smarter Way to Work. www.commutesolutionshouston.org 
 
5 Peter Nelson.  “Emissions Trading with Telecommuting Credits: Regulatory Background and Institutional Barriers.”  Resources 
for the Future.  December 2004.   
 
6 City of Houston.  2008.  “Flexible Workplace Initiative.” http://www.houstontx.gov/flexworks/index.html 
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county’s work force spending two or three days each work working at home or at offices near 
their homes, early studies have shown that the program has resulted in a happier and more 
productive work force. By reducing office distractions and allowing employees to balance work 
and family responsibilities more easily, The Telecommuting Program increased employee 
productivity and employee retention rates in addition to accommodating employees with 
physical disabilities or employees with injuries who would otherwise be on workers’ 
compensation. However, the most challenging component of starting the telecommuting 
program was convincing employers to allow employees to work away from the office. In order 
to combat this perception, Los Angeles County sponsored training programs for employers and 
their telecommuting employees. A “Telecommuting Standard” was also developed by the 
County to ensure that off-site workers were not being exploited7. With employers saving 
$13,000 annually per telecommuting employee in office expenses, lower absenteeism rates, 
and increased productivity rates, the program was formally adopted by the County of Los 
Angeles Board of Supervisors in 1990 and added to the Board of Supervisors Policy Manual7

 
.   

By late 1990, there was an estimated 1,200 Los Angeles County employees in 32 departments 
telecommuting to complete their work assignments8. Los Angeles County is required to 
comply with regulations set by the South Coast Air Quality Management District (SCAQMD) in 
order to reduce air pollution. These regulations include record keeping of the number of 
employees participating in the program, the number of days per week employees 
telecommute, and any training or orientation sessions that are held in support of the program. 
Additionally, all telecommuters are required to comply with the above-mentioned 
Telecommuting Standard. Current estimates recognize that Los Angeles County 
telecommuters eliminate more than 74 tons of air pollutants and 167,670 hours of travel-time 
annually9

The Delaware Valley Regional Planning Commission (DVRPC) fosters regional cooperation in a 
nine county, two state area by providing services to member governments and others through 
planning analysis, data collection and mapping services by encouraging city, county, and state 
representatives to work together to address key issues, such as transportation, land use, 
environmental protection and economic development. Working in partnership with local and 
national stakeholders, as well as the EPA, the DVRPC has created the Mobility Alternative 
Program (MAP), which offers employers in Southeastern Pennsylvania a way to learn more 
about encouraging employees to take alternative commutes to work. Additionally, they hoped 
to explore the potential for a tradable credits program and other such incentives that would 
motivate employers to develop alternative commutes. These alternatives include alternative 
work schedules, park and rides, share-a-ride, and telecommuting. Purposes of the DVRPC’s 
MAP program include improving the company’s bottom line, increasing employee morale, 
decreasing associated transportation emissions, and reducing congestion during peak hours

.  
 
Philadelphia: The Green Commute Program 

10

 
. 

However, the efforts and promotions of the DVRPC are not focused specifically on 
telecommuting; as noted earlier, telecommuting falls under MAP. Communication with a 
                                                      
7 The Ford Foundation.  “Telecommuting Program of Los Angeles County California.”  Innovations in State and Local Government.  
1993, 10-11. 
8 Minutes of the Board of Supervisors, County of Los Angeles, State of California.  16 November 2004.  
  
9 Office of Workspace Programs.  Chief Executive Office.  Los Angeles County.  2008.   

 
10 Delaware Valley Regional Planning Commission.  2008.  “Mobility Alternatives Program.” http://www.dvrpc.org/ 
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DVRPC representative resulted in the recognition that telecommuting is not really utilized in 
the Philadelphia area. Although the city was part of the EPA’s trail “e-Commute” program 
several years ago, employers still had little interest.  
 
Washington, D.C.: Commuter Connections 
Commuter Connections, a program coordinated by the National Capital Region Transportation 
Planning Board (TPB) at the Metropolitan Washington Council of Governments (MWCOG), 
helps area commuters find rides to work as well as aids businesses in starting or expanding 
telecommuting programs at their work sites. The Commuter Connections program started in 
1996 with a 21-month Telework Demonstration Project with eight organizations in the 
Washington Metropolitan Area. MWCOG provided consulting services to employers desiring to 
start or expand their existing telecommuting programs in exchange for using the sites as 
successful case studies11

 
.   

As the Telecommuting program is only one of the Transportation Emission Reduction Measures 
that have been adopted by the TPB, the funding for these programs comes from a 
combination of CMAQ funds and state transportation funds from Washington, D.C., Maryland, 
and Virginia. Communication tactics to educate the public about the benefits of telecommuting 
were radio, direct mail, seminars for employees and employers, print and internet media12

 
.   

Therefore, by helping employers evaluate telecommuting as a business strategy through 
documentation of employee travel behavior, employee performance, and costs/savings to the 
organizations and educational outreach, the MWCOG and the TPB were able to generate a 
positive response from employers and employees regarding telecommuting. However, there 
were no tax incentives offered in order to get employers to promote telecommuting as a 
viable working atmosphere alternative. The $397,600 Telework Demonstration Project 
resulted in the creation of infrastructures, such as telecommuting centers, to expand the 
Commuter Connections program within the Washington Metropolitan Area1.   
 
In order to evaluate the effects of the Commuter Connections program on congestion in the 
Washington, D.C. metropolitan area, two key sources of data were used to evaluate the 
transportation and emissions impacts of the program. These included an assisted Employer 
Telework Survey, which identifies new telecommuters at worksites assisted by the Telework 
program, and the results from the regional State of the Commute survey, which shows the 
number of telecommuters, locations, frequency of telecommuting, travel patterns, and 
sources of information telecommuters had used to learn about telecommuting12. The 2004 
results are shown below in Table 1: Expanded Telework Goals and Estimated Impacts.   
 
 
 
 
 
 
 
                                                      
 
11 Metropolitan Washington Council of Government.  2008.  “Commuter Connections: A Smarter Place to Work.” 
http://www.mwcog.org/  
 
12 Ramfos, Nicholas.  Director of Commuter Connections.  Metropolitan Washington Council of Government.  30 December 2008. 
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Table 1: Expanded Telework Goals and Estimated Impacts13 

 Expected Telework Goal Expected Telework Impact 
Number of telecommuters 113,000 4,884 

Daily vehicle trips 
reduced* 

33,660 1,848 

Daily VMT reduced 303,613 36,859 
Daily tons NOx reduced .254 Tons .030 Tons 
Daily tons VOC reduced  .138 Tons .016 Tons 

*The “vehicle trips reduced” goal shows one-way trips, to be consistent with other TERM 
goals.  The goal shown on the TERM tracking shows round-trips reduced.   
 
 
While there were 108,116 more telecommuters participating than the projected estimate, the 
Telecommuting program missed the impact goals for transportation and emissions by a 
sizeable margin. There were 31,812 vehicle trips and 513,509 VMT under the transportation 
goals and .431 tons per day of NOx and .236 tons per day of VOC under the emissions goals. 
These shortfalls were significant in comparison to the high number of commuters participating 
in the program13

Observations and Recommendations 

.   
 

While the telecommuting programs detailed above all utilize some portion of CMAQ funding, 
they also look towards other sources to support their programs.  Various techniques have 
been used to successfully educate employers and employees about the benefits of 
telecommuting. From these case studies, it is possible to derive the following 
recommendations: 
 

• Educational outreach is a key component of a successful program. Much of the 
challenge with telecommuting is cultural; people need to be informed of the benefits 
and how their line of work can be done in a non-traditional manner. 

• Cooperation with corporate executives is critical. Many of the above programs have 
been successful because of a top-down approach. Employers who support 
telecommuting as a viable alternative to coming into the office tend to have more 
employees who are willing to adapt their commute patterns.    

 
In conclusion, the numerous benefits have aided in the growing popularity of telecommuting.  
With the action mandates of the Clean Air Act and the availability of federal funds from CMAQ 
to use in the creation of telecommuting programs, more employers are recognizing that this a 
viable work option. However, as with many programs, the degree to which telecommuting is 
adopted and implemented, to achieve the public benefits, is dependent upon public 
educational outreach and marketing support about telecommuting to influence the willingness 
of corporate to adopt flexible work options. 
 
TARGET AUDIENCE   
There are two key audience segments business-to-business and consumer (B2B and B2C, 
respectively) that will be targeted for the telecommuting program. All communications must 
reach both audience segments with the relevant message platforms and media formats. 
                                                      
13 Telecommuting Advantage Group.  National Capital Region Transportation Planning Board: Expanded Telecommuting 
Transportation Emissions Reduction Measure (TERM) Program Final Report.  17 January 2006.   
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Communications efforts are intended to create a push/pull dynamic with push from employers 
and pull from employees.   
 
Business-to-Business  
The Twin Cities is home to 20 Fortune 500 companies and 33 Fortune 1000 companies, which 
by virtue of their size weigh in as the primary target segment for recruitment, along with non-
profit organizations, state, city and other public agencies with more than 500 employees 
without telecommuting programs. The secondary business-to-business target audience 
includes mid-size corporations, non-profits organizations and public agencies with semi-
established commuting programs. 
  
Since employer participation in the telecommuting program is a considered decision, it is 
important to reach various levels of management within all organizations to ensure program 
consideration. The key areas include senior management (C-Suite), managers with direct 
reports and human resources. It is expected that human resource contacts will become the 
initial internal champions for the telecommuting program. Other important stakeholders 
include policy makers and city officials.  
 
Consumer  
This will be a large and diverse audience. The common characteristic among this broad 
consumer group is that they are employed, and they primarily drive alone to work. Broadly, 
this group consists of all adults 18+ in years, encompassing, gen Y (millennials), gen X and 
Boomer generations. Profiles of this group will be outlined in the media plan (see 
implementation plan). 
 
MARKETING OBJECTIVES  
 

• Increase use of telecommuting, especially during peak traffic periods to reduce 
congestion. 

 
• Educate the public about the telecommuting program benefits and service offerings. 

 
• Generate employer leads and secure participation of major area employers to establish 

or expand telecommuting and flexible scheduling plans.  
 

• Measure project performance against program goals and other components of the 
implementation plan. CultureRX (ROWE) has the goal of changing commuting patterns 
for at least 1500 commuters that will travel during the off peak period at least one time 
per week. The telecommuting goal is for twelve hundred (1200) commuters to “not 
travel” during peak periods to/from work at least one day each week.  

CultureRX will market ROWE independently, but will be included in the program website.  
 
MARKETING STRATEGIES  
Brand Development and Communications 

• Develop the telecommuting brand promise, personality attributes, identity and voice, 
based on market research findings. Brand recognition will be achieved through the 
consistent delivery of the brand for the duration of the program.  
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• Investigate brand endorsement opportunities by state and city officials to build 
brand/program credibility. Atlanta and Houston successfully implemented an endorsement 
strategy. For example, the Atlanta program secured Governor Perdue’s endorsement, and 
Mayor White supported Houston’s initiative. Both markets have had successful 
telecommuting results (see exhibits A and B). Additionally, extend brand credibility via 
telecommuting/work flexibility testimonials and case studies from local leading companies’ 
senior management.  

• Integrate program endorsements and testimonials into the communication elements, as 
appropriate, to each target segment. Endorsements and testimonials can strongly influence 
employers’ mindsets as well as employees’ (consumers). 

 
Recruitment and Participation  
Telecommuting recruitment efforts will be led by the Transportation Management 
Organizations (TMOs) and supported by program partners. The TMOs will serve as program 
participant’s primary contact. 

• Educational outreach efforts will be the springboard for recruitment efforts and provide 
program information to employers and employees. The TMOs will sponsor seminars and 
workshops, along with assisting in the distribution of educational materials. Other partners 
will support and extend educational outreach opportunities.  

• Leverage established relationships of the TMOs, Metro Transit, Mn/DOT, Humphrey Institute, 
and partners to recruit high opportunity employers. High opportunity employers include 
existing customers of partners, and employers that have expressed an interest to implement 
or expand telecommuting. This group will receive personal attention and on-going follow-up 
for program enrollment.  

• Cross-promote UPA partner events such as “WhenWorkWorks”. (This event awards and 
recognizes employers that provide a flexible work environment.) Cross-promoting events will 
create momentum for the telecommuting program. 

• Assess employer leads to determine employer’s level of desire, commitment, and 
preparedness to implement telecommuting and ensure sustainability.  

• As a formal step to program participation, written agreements will be secured from all 
perspective employer participants that commit to implement ROWE and telecommuting.  
Expansion agreements and participation levels will be established with employers that 
already allow telecommuting.  

 
Implementation and Retention 
 
• Provide employers and employees the necessary training and tools to sustain program 

participation for the duration of the program (includes partner consulting services/tools). 
Dedicated TMO staff will offer significant assistance to employers throughout the 
implementation phase with continued support to resolve issues and troubleshoot as 
required.  
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Performance Measurement  
To ensure that the project objective of recruiting and tracking 2,000 participants is achieved, 
appropriate performance measures and validation methods will be addressed in the 
implementation plan. However, web-based tracking software is recommended to achieve the 
most effective and secure data collection as well as to simplify employer/employee reporting. 
 
Performance measures are one indicator that will drive MARCOM strategy revisions should 
program issues or weaknesses be identified through performance reporting.   
 
COMMUNICATIONS PLAN 
 
Communications 
Develop a communications plan to create rapid awareness and credibility for the 
telecommuting initiative. The campaign will drive program interest to generate program leads 
via a call to action included in all messages/mediums. The website will serve as the program’s 
information hub and be the portal for mass media lead responses. A memorable and easy URL 
address is preferred; however, availability and pricing will influence the final URL address.  
 
Advertising will build program awareness levels. Educational outreach is vital for recruitment. 
Interested employers and employees must not only learn about the program benefits and 
services but the “how tos” of enrollment, and implementation as well as solutions to barriers. 
Educational and marketing materials will require various versions to ensure relevant 
messaging for each target segment to support recruitment efforts.  
 
Communications Objectives  
 
• Create awareness and credibility of the telecommuting program benefits and elements.  
 
• Build employer interest and consideration of program participation through educational 

outreach efforts. 
 

• Generate qualified employer leads to support recruitment efforts. 
 

• Drive program website visits by featuring the web address in all communications.  
 

Communications Strategies  
 
• Articulate the program brand promise and personality; finalize the brand identity and 

establish the brand tonality, color pallets and design guidelines for the development of all 
communications elements. 

 
• Develop a telecommuting advertising campaign and with relevant messaging for each 

target audience segment. Feature program endorsements and employer testimonials to 
strengthen program credibility. Align endorsements and other brand champions against the 
relevant target segments for most impact and influence.  

• Create educational and marketing materials to support outreach, recruitment and 
implementation efforts. Articulate the program benefits and as well as provide quick 
reference. 
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• Align PR efforts with the media schedule, and planned events. PR efforts are effective to 
generate authentic buzz and program excitement. Develop press releases to launch the 
program and promote program successes for the project duration. TMO events, program 
partner and related events. Provide content (stories) for media and public servants. 

• Develop a robust, interactive website, as it will serve as the telecommuting program 
portal. It must be creative, engaging and easy to navigate. The vision for the website is to 
provide a wealth of information to all target audience segments with links to relevant sites. 
The site will be the springboard to develop professional and social networking to cultivate a 
telecommuting community.   

Traditional Media/Educational Materials  
Develop a format for advertising, educational and marketing materials to quickly build brand 
recognition and provide brand consistency and continuity. Establish brand standards to guide 
the design the various formats. Refer to the Telecommuting Implementation plan for details. 

Advertising: Print, Radio, Out-of-Home, On-line Banners. Educational/Marketing Collateral: 
Flyers, Brochures, Newsletters produced in both electronic and hard copy versions and an 
Email template for 1:1 or email blasts.   
 
Public Relations: Press releases, event invitations, press interviews, furnished stories. 

 
WEBSITE DEVELOPMENT 

The Web component of the telecommuting program has three primary objectives: 
 

• Answer questions about the telecommuting program 
What is it? 
Who can participate? 
How do I get started? 

 
• Drive trial of the telecommuting application 
 
• Measure participation of the telecommuting application 

 
Web Strategies 
Clear Destination 
When potential users visit the program website as a result of other media it needs to be clear 
they have arrived at the right place. It is also critical that the next step — trial — is clear and 
as easy to undertake as possible. This can be achieved through clear, purposeful design and 
intuitive user workflow. 
 
Findable 
In many cases traditional media leaves a mental artifact with the potential user, an artifact 
that can be followed up on later. In these cases it’s important that when users search the web 
they find links that lead them to the program website. The most reliable strategy for showing 
up in favorable positions in search results (without paying for listings, which can be, expensive 
and of dubious effectiveness) is to get written about often and widely. Many online versions of 
professional news services will gladly pick up and publish a news release. Some will follow up 
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for additional context or even a featured piece. Bloggers, professional and amateur, will gladly 
pick up and comment on news releases as well. The key here is to provide news early, often 
and on an ongoing basis, usually via a program blog. It is important to invite and publish 
comments, provide links for cross-linking and contact information and post reciprocating links 
to what others are saying. In short, the more and deeper the hyperlinks being created are, 
the better the search results and the more findable and understandable the program website. 
 
Trial 
Once a prospective user shows up at the program website, trial is perhaps the most important 
objective. The barrier to trial can be lowered significantly with clean, purposeful design and a 
clear, encouraging workflow. 
 
Portable 
Portability is a key requirement for greater usability and broader socialization of the program. 
Portability refers to the idea that the telecommuting application easily integrates with systems 
the user is already using such as Microsoft, Google, LinkedIn, Facebook, Twitter, iPhone, 
Blackberry et al. This allows the application and information about the program to be easily 
shared with friends and co-workers thus increasing the value and visibility of the program. 
There are a variety of methods and standards for sharing and integrating systems from basic 
RSS and ATOM feeds to OAuth and SAML for user authentication to XML and others for data 
management. The key is to recognize and implement a standard and securely expose APIs 
(application programming interfaces) for easy and efficient systems integration. Possible 
integration points for the telecommuting application: 

– LinkedIn – embedded application  
– Facebook – embedded application 
– MySpace – embedded application 
– Collaborative Project Management Tools- www.basecamp.com, 
   http://info.oneplacehome.com  
– DimDim - web based presentation and conference calls   
– Google Docs - share and collaborate on documents  
– Google IM- traditional Instant Messaging along with new video chat and 
   GTalk with SMS  
 

Transparent Metrics 
Certain measurements are very helpful to users themselves. Things like time spent on the 
application or site, number of logins, and other measurements of personal participation have 
an encouraging effect and keep users connected to the program by providing some evidence 
of their participation. Making visible similar activity of others in aggregate also helps users 
understand they are not alone and encourages them to continue to use and share the service. 
 
Private Metrics 
There are also important metrics that are not suitable to share publicly—information that may 
put the site or application at risk or may be misinterpreted through lack of context. Data 
about who is visiting the site in its most granular form can provide insight critical to the 
evolution and continuing iteration of the program, ensuring the best possible user experience 
as well as effort /benefit analysis. 
 
Open Agile Methodology 

http://www.basecamp.com/�
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Professional and social web applications are inherently and deeply dependent upon a user 
experience feedback loop. Success depends heavily upon the ability of the website and its 
hosted application to engage visitors and encourage their participation. Understanding what is 
relevant to the user and making adjustments to the experience early and often builds trust 
with the user and builds a more valuable application. The result can be a powerful springboard 
to building a robust online telecommuting community.  
 
An agile method sets out to create a useful solution to a user problem with an adaptive 
approach rather than a predictive approach. It seeks to publish working code as early as 
possible and update it as often as possible. In the very early stages it is recommended that 
the site and application be restricted to a group of private beta users. It works quite well with 
an open source model of creating software where projects are built upon standards based 
prior art and additions or modifications are contributed back to the originating community. 
This allows the project to accept concurrent inputs and feedback, faster experimentation, 
implementation and iteration. 
 
It is worth being clear about some of the misunderstandings surrounding the terms “open” 
and “agile.” “Open” as used here does not mean “not secure” — quite the opposite. Any work 
would be conducted using the appropriate security measures to deter vandalism and protect 
privacy. Any contributions made to the open source community would be done in accordance 
with guidelines set out in the project. Also, “agile” as used here does not eschew strategic 
planning, timelines or minimum usability standards but rather refers to an emphasis being 
placed on the ability to very rapidly and effectively assess and iterate on critical feedback. 
 
Website, Application and Network 
The web portion of the program consists of three key elements: the program website, the 
program application and the program network. All three elements should work together and 
reinforce the others. 
 
Program website 
The telecommuting website is the container and control panel for information about the 
program, the telecommuting application and the growing and extended network. The website 
contains and promotes a program blog that can be used to keep all interested parties and the 
media up to date on status, iterations, news and the like. Of nearly equal importance is a 
forum or place for users or potential users, including employers, to ask questions and get 
answers to general questions or requests for support or integration. A Frequently Asked 
Questions (FAQ) section can be used to quickly answer popular questions about the program. 
Demonstrations on how the telecommuting application works should also be hosted on and 
accessible from the website. A directory of links to news, articles and discussions about the 
program or concepts related to the program should also be compiled, updated and hosted on 
the site. And, of course, any and all points of contact should be easily found on the site. 
 
Program Application 
The telecommuting application is a hosted web application accessible via the website. Some 
key features may include secure employer specific group messaging, file repository, task 
management, schedule synchronization, group chat and integration with other mobile and 
professional/social applications that the user or employer may be using such as Microsoft 
Office, Google Docs, Gmail, etc. 
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Program Network 
The telecommuting blog is the tip of the network spear. It should serve as the home node for 
all information about the program over the life of the program. As such, it can feed consumer 
connections across the network — from the press, bloggers or other interested parties. A few 
places to start making connections could be Twitter, FriendFeed, LinkedIn, Plaxo and 
Facebook; others can be added as opportunities are recognized. A broad network with focused 
messaging along with high awareness levels and broad reach ensures better feedback.
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Program User Acquisition Workflow 
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Media Methodology  
Paid media buy will create program awareness and build credibility, as well as support 
recruitment efforts. In order to achieve maximum value for the project, media planning and 
buying is premised on the following methodology. 
 

• Communications must steer the boat — the right message, at the right moment, in the 
right medium. All messages will drive readers/visitors to the telecommuting project 
website. 

 
• Plan strategic allocation of budgets up front. 

 
• Use qualitative and quantitative data whenever available to refine the media buys.  

Lead generation must be analyzed on an ongoing basis to tweak buys for maximum 
performance. 

 
• Aggressively pursue the best pricing, but not at the expense of schedule or quality. 

Budgets are limited and will be invested in the most effective, efficient media to deliver 
established results. Positioning opportunities and complexity of message platforms are 
also considerations.  

 
• Negotiate value-added promotions based on the marketing objectives and determine 

their ability to enhance web visits at the onset of negotiations. Added value, beyond 
rates and positioning, is brought to a schedule to enhance the overall impact of the buy. 

 
• Lead generation should be measured for quantity and quality as defined by the 

telecommuting assessment and evaluation process.  
 
Media Planning and Buying Process 
The media planning and buying process is illustrated in the diagram below. By following this 
process, maximum impact and value for the media plan and buy will be achieved. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
After the first kick-off meeting is conducted and directional agreements reached, along with 
the integration of the MARCOM plan, the remaining process steps of media analysis, media 
strategies, tactics, plan detail and buying process will commence.  
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EXHIBITS  
 

EXHIBIT A 

Atlanta’s Telecommute program endorsed by Governor Perdue 
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EXHIBIT B 

Houston’s program supported by Mayor White  
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EXHIBIT B 

Houston promoted participant companies to build program interest  
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MEDIA SUMMARY 

Media Planning for eWorkPlace was designed to reach upper level executives and their 
employees (consumers) to create awareness and generate inquiries regarding telecommuting 
opportunities in the Metro area. 

Phases I & II covered the Summer of 2009 with a multi media campaign.  

Spring 2010 was Phase III, and the campaign used proven performers from the previous 
phases and enhanced the schedule with the introduction of Television into the media mix. 

A total of 6 months were covered with media and messaging that reached commuters and 
their employers: 

• on their way to and from work (Traffic Radio, Out of Home) 
• where they looked for news (WCCO.com, startribune.com, MPR.org, etc.) 
• where they searched for entertainment ideas. (startribune.com, vita.mn) 

Over the course of the campaign, the campaign created over 25,000,000 message 
impressions in the Metro area. 

 

Description Phase I&II Phase III Total Campaign 

Media  Online Display 
E-Newsletters 
LinkedIn 
Print 
Radio 
Out of Home 

 

Online Display 
E-Newsletter 
Print 
Radio 
Television 

Multiple media for 
awareness and lead 
generation 

Budget $310,000 
 

$100,000 $410,000 

Impressions 19,000,000+ 
 

6,300,000+ Over 25 Million 

# of weeks  17 10 Half a year of 
messaging 

 

 



Media Plan Revision #1
April 28, 2009



Revised Media Direction

• Reallocate Spending to delete presence in National 
Website (CNN.com 4.22.09 version)

• Add MPR radio at level presented 4/20/09
• Add startribune.com
• Add MPR.com
• Cap the Outdoor spend at $140,000
• Blog plan is under development and will be addressed 

separately—but budget allocation is included in the flow 
chart
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media comments



Revised Media Comments

• The client specified adjustments have been made

• While the ratio of spending has changed, the overall 
budget and strategies have been maintained

• As mentioned in the original presentation several online 
options were being reviewed for possible inclusion as the 
plan was negotiated

• The sites were ranked on coverage of our primary target

4



Revised Media Comments

• Startribune.com has been added.  While this is the 
highest reach website, it was not initially recommended 
due to previous negative experiences (technical and 
underdelivery).

• Outdoor has been capped at a $140,000 level – this 
eliminates September coverage, and possible 2nd

month of digital.
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Revised Media Comments

• While a recommendation has been made, there are the 
following concerns/realities that must be considered:
– Paid SEO, paid blogging are included as a part of the test 

budget and/or media relations
– LinkedIn is suggested for social advertising

• Established credibility and audience
• Advertising is accepted, and fully developed
• Compatible environment

See appendix for previously submitted charts
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#1 Local Media Website –
Reaching 4 of 10 Metro Adults

Reach of Metro Adults 18+

Reach based on past 30 days audience

StarTribune.com reaches the 
largest percent of

metro adults among local 
media websites



Revised Media Comments

• Outdoor has been adjusted:
– $140,000 budget cap
– June digital has been ordered (8 locations and 4 bonus 

locations)
– Map of bulletin locations is attached under separate cover, and 

pictures of locations is attached
– Bonus billboard locations (2) will not be known until closer to 

posting.

8



flow charts - revised



Revised
Option I 
Media 

Calendar

Cut ST by 
$15,000



Revised
Option II 
Media 

Calendar
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next steps



Next Steps

• Secure client feedback 

• Action Items
– Authorize media placements
– Negotiate buys
– Creative development
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appendix 



National Website Overview
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Source: Nielsen @Plan



Interesting Local Survey

16

Source: Nielsen @Plan

March 2009



 



 
10 eWorkPlace in the News (proclamations, articles and press 
coverage) 

  



eWorkPlace Social Networking Summary 

The connections that our society maintains today through the Internet have steadily 
increased the importance of advertising on the World Wide Web, particularly through the 
medium of online social networking. While there is no dictionary definition, social networking 
sites generally focus on building online communities of people who share similar interests or 
activities. The most popular of social networking sites have become an essential part for various 
organizers to build support in elections, heighten awareness of social issues, sell carbonated 
beverages, and just about anything people are able to imagine. 
 The relationship between social networking and the case of Minnesota’s eWorkPlace 
initiative will be explored thoroughly. The following sections document the advertising 
processes that lead to the usage of social networking, explore the strategies, barriers, and benefits 
that followed, and discuss the possible applications for future transportation initiatives.  
 
MARKET RESEARCH AND SOCIAL NETWORKING 
 
 Prior to the launch, primary market research was conducted via nine two-hour focus 
groups with senior executives, human resource managers, and employees of major area 
employers in order to better understand telecommuting barriers and opportunities. The market 
research addressed reasons employers did not currently encourage telecommuting as well as 
what kind of solutions could be derived. These findings aided the marketing and communications 
plan for strategic direction and successful support of eWorkPlace. 

The results from these focus groups affected a variety of factors in the marketing and 
communications plan, but the key findings discussed in this paper will relate only to the social 
networking aspect of the marketing process. The first set of focus groups aimed to learn about 
current issues in telecommuting, such as current company policies with respect to 
telecommuting, necessary elements in the creation of a telecommuting support program, as well 
as to understand the target audience. The second set of focus groups aimed to develop the 
branding and other program elements, such as names, communications, endorsements, as well as 
a more direct focus on how social networking may be utilized.  

The most important pieces of information gleaned from the research related to the 
apparent resistance from corporate culture. Employees readily accepted the advantages provided 
by telecommuting, particularly in terms of increased productivity, life balance, as well as 
benefits to employers. Human resource managers and senior executives, however, were more 
concerned with the barriers to telecommuting, such as fears of loss of productivity and profit; in 
general, they were less convinced about the potential benefits of telecommuting to employers.  

Therefore, it became clear that the target audience for the program for the telecommuting 
initiative would be human resource managers and senior executives. Employees would be the 
secondary audience. The market research also found that all participants thought endorsements, 
testimonials and case studies would build program credibility. An interactive website to disperse 
the aforementioned information was expected by all participants. 

These attitudes demonstrated in the focus groups would be important in determining how 
social networking would be used in the marketing of eWorkPlace. When asked about social 
networking itself, though, human resource managers and senior executives were especially 
reticent. Some participants expressed worries about how social networking may not be taken 
seriously due to the clash between the tradition of formality in corporate culture and the nature of 



informality in social networking. The participants did remark, however, that because the usage of 
social networking is becoming more commonplace in credible arenas like on news sources, the 
barriers to social networking in corporate circles are beginning to slowly fall away.  

Participants were then asked what forms of social networking would be the most useful. 
Their responses listed the most popular forms of social networking: Blog writing, Facebook, and 
Twitter. These forms were determined to be the most responsible and credible ways to deliver 
information via social networking. Based on these recommendations, eWorkPlace moved 
forward with these forms of social networking in its marketing efforts. 

However, it is important to note that the majority of the marketing efforts were geared 
towards “traditional media” such as radio, newspaper, and bulletin advertisements. The 
aforementioned forms of social networking were only a small part of the marketing campaign as 
a whole and classified as “emerging media”. They were used to aid in fulfillment of the 
following purposes: 

• Increase awareness of brand recognition, key messages, and “buzz”. 
• Educate the general public about the benefits of eWorkPlace as a telecommuting program 

and the services the program offers. 
• Generate employer leads and secure participation of major area employers to establish or 

expand telecommuting. 

With both telecommuting and social networking as challenges to the nature of corporate 
culture, as evidenced by the primary market research, the usage of social networking to promote 
eWorkPlace would be limited. The decision was to direct social networking towards the first 
goal of increasing awareness and buzz, with the other two as secondary goals. These social 
networking tools would be beneficial in creating a web brand identity for eWorkPlace in a 
variety of ways. The following sections will discuss the strategies used, the barriers identified, 
and the benefits found in eWorkPlace’s usage of the most popular virtual water coolers - 
blogging, Twitter, and Facebook. 

FORMS OF BLOGGING 
 
 The term blog, which is short for “web log”, is generally defined as a website that 
contains an online journal with reflections, comments, and often hyperlinks provided by the 
writer. Blogs may be either personal or public, with many falling somewhere in between. The 
usage of blogs has certainly become more and more popular as time passes. Blogs’ reputations 
have also built up credibility due to use by high-profile public figures and organizations, as far 
ranging as The United States’ White House.   

The blog format’s popularity is unparalleled; public blogs, in particular, allow anyone 
with an Internet connection and some reading and writing skills a chance to hear and be heard on 
a large scale. Blogs are also an efficient way to increase site visibility in search engines, since 
fresh content is frequently indexed by search engine crawlers.  

Often, public blogs fall into one of two categories: public relations or paid. Public 
relations blogs attempt to influence readers by providing relevant information about the topic and 
the objective of this format is to generate buzz about an issue. The main benefits include low cost 
as well as the perception by readers that the information or opinion is genuine since it is written 
in the blogger’s own voice. The blog is thus trusted by readers due to this perception.  



Some of the challenges, however, include the difficulty in getting noticed by readers. The 
“blogosphere”, as it is often referred to online, is full of blogs vying for readership. Even if a 
blog is noticed, there is no guarantee that the writing will connect with readers in a positive way. 
Public relations blogs certainly have a higher rate of success when the product or service is in 
demand by consumers and bloggers alike. These risks must be considered when moving forward 
with the formulation of the blog.  

The other form of blogging is paid blogging. This category can be divided further into 
blog purposes: to advertise or to sponsor conversation. Paid advertisement blogs pay for an ad 
space within a blog in order to reach its target audience and the objective of this format is to 
increase reach. The benefits include the ability to control the message as well as a guaranteed 
reach, assuming the blog chosen for advertising is a popular and relevant blog. Though some of 
the challenges here include the formality of advertisement, which is counterintuitive to the 
genuine nature of blogging. Violating readership trust is a potential problem. Response rates can 
also be low and buying ad space can be costly. This type of blogging is more appropriate when a 
larger amount of funding is dedicated to emerging media and a credible blog is available to 
deliver the desired message. 

The final form of blogging discussed here is blogging that attempts to sponsor 
conversation. This form of paid blogging desires to create transparent and genuine content about 
the brand. The objective of this type of blogging is also to generate buzz. Like public relations 
blogs, the benefits include a genuine voice and a sense of trust from readers. Low cost is also 
feasible, especially if the paid blogger is an internal member on the project. However, challenges 
again include the inability to guarantee positive reactions as well as difficulty in message control. 
The brand may not interest readers unless the product or service is in high demand. 
 
EWORKPLACE BLOG LAUNCH 
 

After reviewing both public relations and paid blogging formats, the eWorkPlace 
initiative made the decision to utilize both the public relations and sponsored conversation 
aspects of blogging. The benefits of low cost and genuine messaging fit in well with the limited 
resources dedicated to this emerging media. Since the goals for the social networking aspect of 
the marketing campaign were to create buzz and develop a web presence, the benefits discussed 
far outweighed the possible challenges. Some strategies to address challenges, such as the 
inability to guarantee positive reactions from readers, were mitigated by creating a process for 
the web administrator to review comments before they are posted to the website. 
 The launch of the eWorkPlace blog aimed to publish entries with an informal but 
knowledgeable tone that appealed to both employees and employers in order to meet its main 
goal of generating buzz. Links to the blog appeared on the home page of the eWorkPlace website 
in order to increase visibility. The integration of the blog into the website also gave the program 
an additional communication platform. The other social networking formats used, that being 
Twitter and Facebook, also frequently linked to blog entries. These strategies hoped to meet the 
challenge of low visibility and lack of interest. 
 
EWORKPLACE BLOG EVALUATION 
 
 At the time of this writing, thirty blog entries have been published over the course of one 
year. Entries were posted on average anywhere between one to three times per month, in order to 



continue delivery of consistent information without overwhelming readers with too many entries. 
These entries balanced delivery of information, telecommuting news, videos, and questions to 
potential readers. Out of the thirty entries, eleven comments have been posted by readers. As 
suggested by the market research, the likelihood of receiving comments from readers was low 
from the beginning. The comments have all been positive, though: 

• Comment published 6/16/2009: “E-work makes a lot of sense to me. It’s a great way to 
avoid congestion or eliminate trips altogether. Great for the pocketbook and great for the 
environment.” (Filling Up is Hard to Do entry published 6/12/2009) 

• Comment published 6/19/2009: “Heard it on MPR!! Sounded great.” (On the Radio entry 
published 6/8/2009) 

• Comment published 6/25/2009: “Great site! Just wanted to say that we’ve been providing 
hosted IT services for the last 8 years that have allowed all of our clients to work from 
anywhere. We’re in Minnesota and continue to see dramatic [growth] and love the move 
by employers to offer more flexibility to employees. We even wrote an article on 
“Lawyers in Pajamas” that was published and at our blog (ivdesk.wordpress.com) Great 
to see this working! www.IVDesk.com (It’s That Time of Year Again entry published 
6/23/2009) 

• Comment published 6/30/2009: “Telework seems like the most environmentally sensible 
approach of all. It completely eliminates the environmental effects of commuting by car 
as well as saving travel time and avoiding congestion.” (Some Green Reasons to 
Telework entry published 6/25/2009) 

• Comment published 8/24/2009: “Virginia is a shining example of embracing telework for 
its myriad benefits to the individual, business, the community and the environment. I 
applaud their bold strides and hope other governments continue to emulate their efforts.” 
(Statewide Telework Day entry published 8/17/2009) 

• Comment published 9/6/2009: “Greetings! I am an experienced telecommuter and think 
the goals of your site are amazing! My current job is 70 miles from my home, and while 
the drive is beautiful, I would rather dedicate my drive time to actually doing my job, 
rather than just getting to and from it! I am an excellent technical writer and business 
analyst who is looking to become a telecommuter again! I welcome any assistance you 
can offer me in my job search and will happily provide my resume and references upon 
request. Have an outstanding day, Susie. 320-295-8962.” (Statewide Telework Day entry 
published 8/17/2009) 

• Comment published 9/25/2009: “For reason A & B – Reduce driving time to work two 
hours a day, 10 hours a week, & 40 hours a month, by simply allowing me to just come to 
work after the morning traffic is over.” (Got Kids? Entry published 9/22/2009) 

• Comment published 2/16/2010: “Telework, telecommute, or whatever. It’s 20th century 
now and improvement in modern technology has been really good. Despite of the 
disasters happening, new technologies struggles against with it. The horrible snow storm 
on the East Coast has left many people stranded, unable to get to work, and some have 
been left without power—they’re calling it Snowmageddon. It depends on the areas, but 
some people may be able to start telecommuting, if they have a job that allows it.” 
(Telework in the Coming Decade entry published 2/1/2010) 

http://www.ivdesk.com/�


• Comment published 3/22/2010: “Lots of drivers are signing up. Who wouldn’t want to 
telework? It just makes so much sense!” (Time to Telework—Twin Cities entry 
published 3/13/2010) 

• Comment published 3/26/2010: “Laid off CFO thinks this website is Awesome.” (Time 
to Telework—Twin Cities entry published 3/13/2010) 

• Comment published 3/26/2010: “I’m Available for work!!” (Time to Telework—Twin 
Cities entry published 3/13/2010) 

While it is difficult to draw meaningful conclusions from the limited number of comments, it 
is certainly encouraging that all the comments the eWorkPlace blog has received have been 
positive.  

Reviewing the website statistics may be a more revealing way to measure the blog’s 
successes. The relevant statistics captured measure the number of times different pages on the 
eWorkPlace websites are viewed and if the viewer entered the website or exited the website 
through that particular page. Statistics were analyzed bi-monthly, with data currently available 
through May 2010.  

In total, the Blog Page data shows that a significant number of visitors who visited the 
website viewed Blog Pages most frequently when compared against the total number of pages 
viewed. The significance rises when the Default Page data is eliminated to compare the blog 
pages against the other specific website pages, such as the Employer Resources page and the 
Frequently Asked Questions (FAQ) page, as demonstrated in Figure 1. Under this comparison, 
the Blog Pages received approximately 35% of number of total views. The data clearly supports 
that the eWorkPlace blog plays an important role in creating buzz. 
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When the blog pages are categorized by entry, the most visited blog page was the entry 

“My nightmare in comic form”, depicting a comedic telecommuting joke as shown below in 
Figure 2: 

 

 
Figure 2 
 
The second most popular blog page was “Telework Flickr Style”, an entry with various 

images submitted by Flickr users of their telework spaces, ranging from working on the couch, to 
a childhood home, to the beach. The main eWorkPlace Blog, where visitors are able to see all the 
blog entries, came in third place. The full list of blog page views is available in Figure 3. 
Though, it is important to note that some of the blog entries with fewer hits, such as “The fits and 
starts of telework legislation” were posted later in the data analysis term. 



Pages Number of Views 
7/24/2009 Blog Entry: My nightmare in comic form 3393 
1/27/2010 Blog Entry: Telework Flickr Style 2971 
eWorkPlace Blog 2382 
6/25/2009 Blog Entry: Some green reasons to telework 497 
12/24/2009 Blog Entry: Preparing for Snowmageddon! 430 
11/25/2009 Blog Entry: Driving towards better results 385 
11/27/2009 Blog Entry: Managing Teleworkers 380 
6/5/2009 Blog Entry: An Office Away from the Office 349 
6/1/2009 Blog Entry: Curing the swine flu and other pandemics 331 
7/13/2009 Blog Entry: A video break 265 
8/20/2009 Blog Entry: Healthy Economy 248 
7/17/2009 Blog Entry: Implementing telework can save jobs 245 
7/20/2009 Blog Entry: Can pets get in the way of teleworking 234 
6/12/2009 Blog Entry: Filling Up Is Hard to Do            230 
2/9/2010 Blog Entry: Are you a best company to work for 211 
5/29/2009 Blog Entry: Invitation to contribute & history lesson rolled in one 201 
7/8/2009 Blog Entry: A comprehensive list of tools for teleworking 195 
11/12/2009 Blog Entry: Tailor-made for Telework 195 
9/22/2009 Blog Entry: Got Kids 192 
8/17/2009 Blog Entry: Statewide Telework Day 170 
9/4/2009 Blog Entry: Telecommuting Town 166 
6/8/2009 Blog Entry: On the radio! 137 
6/10/2009 Blog Entry: What would you do 123 
6/23/2009 Blog Entry: It’s that time of year again 119 
9/18/2009 Blog Entry: Birds Do It – Why Not You 119 
8/5/2009 Blog Entry: Thank yous all around 108 
3/13/2010 Blog Entry: Time to Telework--Twin Cities 71 
2/1/2010 Blog Entry: Telework in the Coming Decade 68 
5/12/2010 Blog Entry: The fits and starts of telework legislation 53 
4/14/2010 Blog Entry: Minnesota Public Officials Show Support 25 
4/22/2010 Blog Entry: Telework Making Headway in Public Policy 19 
Figure 3 
 

These results suggest that the eWorkPlace blog encountered both the benefits and 
challenges found during the market research. The lack of comments may suggest low interest 
from readers, but the number of pages viewed suggest that general buzz and an eWorkPlace web 
presence is aided by the blog.  

 
TWITTER OVERVIEW 
 
 Twitter, a microblogging website, has more buzz surrounding it than any other social 
networking site today. The site has successfully drawn interest from a wide audience, including 
everyone from personal users to the media to large corporations. After signing up for a username 
on the website, users are asked, “What are you doing?” and then allowed 140 characters to 



“tweet” an answer and submit their update to “followers”. Users may update as little or as much 
as they like; striking the right balance is important in keeping “followers” interested. Users may 
also “follow” others.  

The website is full of interactive settings, with the most relevant being the “@reply” 
where your followers publicly reply to your username or mention your username in their own 
update. Users may also send and receive direct messages, which are only visible between the two 
parties sending and receiving. The “#hashback” sign is also inserted before certain keywords in 
updates in order to become a more easily searchable topic on the website. Understanding these 
basics is not only vital to successful marketing, but merely successful navigation of the Twitter 
website. 
 
TWITTER LAUNCH AND EVALUATION 
 
 Keeping in mind that the goals were to create awareness and buzz, the Twitter updates 
have focused on a combination of questions for followers, dispersing pro-telecommuting 
information, informal updates, and event promotions. When relevant, the “#hashback” sign has 
been used with the keyword “telework” in order to be more searchable. Over the past year, each 
tweet was sent on average every few days, and at the time of this writing, the eWorkPlaceMN 
Twitter was following 550 and being followed by 452 users.  

eWorkPlaceMN has also received 146 direct messages and dozens “@replies” from other 
users. “@replies” are not catalogued by the Twitter website, thus a specific number does not 
exist. Many of these “tweets” have thanked eWorkPlaceMN for the follow or passed on 
interesting information that eWorkPlaceMN posted. Following are a few examples: 

• @reply: “Excited to discover @eWorkPlaceMN for excellent #telework resources. We’re 
moving forward after our excellent 90-day pilot.” 

• @reply: “I would be interested in discussing your telework offering. Do you have 
availability? Cheers.” 

• @reply: “I just sent you an email at INFO – I look forward to hearing from you.” 
• Direct Message: “Sending your site off to management as the company tries to figure out 

telecommuting! Thanks for the resource!” 

 Website statistics that measured which external websites lead visitors to the eWorkPlace 
website itself found that Twitter accounted for only approximately 1.6% of this portion. These 
statistics compare Twitter, one of the emerging media efforts, with the traditional media results. 
Overall, traditional media lead more visitors to the eWorkPlace website. However, the numbers 
of “followers” as well as some of the “@replies” received demonstrate that Twitter is not only 
capable of creating conversation, but it has also generated some employer leads for the 
eWorkPlace program. The comments received on the eWorkPlaceMN Twitter has been the most 
consistent and the most active of all the social networking tools used in the campaign, despite the 
low number of hits generated for the eWorkPlace website.  
 
FACEBOOK OVERVIEW 
 
 Facebook’s fastest growing demographic is women over the age of 55. With the next 
fastest demographic in general men and women over the age of 35, the target demographic for 
the eWorkPlace program seems to be flocking to this social networking site. Unlike Twitter or 



blogging, Facebook encompasses a large number of interactive tools for keeping in touch with 
friends, uploading photographs, playing games, joining groups, creating events, and much, much 
more. The site also accepts advertisements, which are “interest-based”, thus targeted to users 
likely to be interested in the advertisement. This is determined by pulling information from 
individual user Facebook profiles.  

The most relevant option offered by Facebook to the eWorkPlace initiative is the ability 
to create a “Fan Page”. Facebook Fan Pages are created for any idea users may be a “fan” of. 
Businesses and public officials have taken a hold of Fan Pages to market their products or 
themselves. Users can add the Fan Page to their profile. Each Fan Page also has its own page 
where users can interact with the Facebook Wall, read information, see photographs, and hold 
discussions. The following section will document the progress of the eWorkPlace Facebook. 
 
FACEBOOK LAUNCH AND EVALUATION 
 
 Facebook was used as an additional medium to dispense the same information that was 
posted on the Twitter website. The same methods applied to Twitter were also used on 
Facebook, with a focus on generating awareness and buzz for the program. In the beginning, 
Twitter generated far more positive results than the Facebook Fan Page. Facebook efforts have 
steadily improved, though, with the page having a total of 65 fans. Still, compared to the Twitter, 
the Facebook Fan Page had a limited following. In terms of employer leads, unlike Twitter, the 
Facebook Fan Page received none.  
 The website statistics measuring external websites leading to the eWorkPlace website 
found that Facebook comprised of only 1.8% of the total online media sources. Surprisingly, this 
number is .2% higher than the statistic for the Twitter. So although the Facebook seems to 
receive less interaction than the Twitter page, the Facebook still generated comparable website 
leads.  
 
CONCLUSIONS 
 
 The usage of blogging, Twitter, and Facebook during the eWorkPlace initiative has been 
useful as a component in generating buzz, occasionally encouraging leads, and creating a 
steadfast online presence for the program. Due to the low cost of social networking, these 
benefits are certainly cost-effective. In addition, considering that both social networking and 
telecommuting are challenges to corporate culture, the results have been promising. The 
eWorkPlace blog and the Twitter website, in particular, have both generated a significant amount 
of buzz for the program, as well as some employer leads.  
 Thus far, each social networking method has been useful for website activity, with blogs 
keeping viewers coming back and Facebook and Twitter driving interest to the subject of 
teleworking and to the website in general.  

Other initiatives that may have fewer resources, particularly when it comes to the time or 
talent necessary to write blog entries, may prioritize and invest in Twitter and Facebook. The 
popularity of these social networking websites and the inherent short messages makes the 
website extremely user-friendly. Its format even mimics the short and to the point conversations 
employees may have had at water coolers at another point in time. Through the means described, 
future transportation initiatives can take hold of social networking sites to continue generating 
success, popularity, and word-of-mouth authenticity. 



SRF Work Summary 
 
June 1-11, 2010 

• Researching telework online and in the news. 
• Blog 29 – eWorkPlace Honored as the Best… 
• Blog 30 – What can telework learn from the BP Oil Spill 
• Facebook Updates: 

o June 1 - Hope everyone had a good Memorial Day weekend. =) Just wanted to 
remind everyone that it's almost your last chance to register for the eWorkPlace 
conference on June 3 over the next couple days... hope to see you 
there! http://www.transcendunited.com/invites/eworkplace_conference.htm 

o June 3 - Did you attend our conference today? If so, thanks for helping us make it 
a wonderful learning experience! Attended or not, what questions do you still 
have about eWorkPlace or telework? Would be happy to oblige. 

o June 4 - Study shows work-life balance AND productivity? Go, telework, 
go! http://www.sciencecentric.com/news/10060305-telecommuters-with-flextime-
stay-balanced-up-19-hours-longer.html 

o June 8 - eWorkPlace is proud to win the Best State and Local Government 
Telework Program. We graciously accept! 
http://www.businesswire.com/portal/site/home/permalink/?ndmViewId=news_vie
w&newsId=20100608005405&newsLang=en 

o June 9 - As the BP oil spill continues... isn't it worth discussing whether telework 
has a place in the long-term solution to these kinds of problems? What are your 
thoughts? 
 

• Twitter Updates: 
 

o June 1 - Almost last chance to register for June 3..hope to see you 
there!http://bit.ly/azlIJt #telework 
 @micahvono Haha, excellent... 
 RT micahvono Mark Wheat just said "telly work" on @TheCurrentradio 

spot for MyCommuterChallenge.com :) #telework /cc @eWorkPlaceMN 
o June 3 - Attend our conference today? If so,thanks for making it a great 

experience! Either way, do you have questions about eWorkPlace or #telework? 
o June 4 - New study 

supports #teleworkhttp://www.sciencecentric.com/news/10060305-
telecommuters-with-flextime-stay-balanced-up-19-hours-longer.html 

o June 8 - eWorkPlace is proud to win the Best State and Local 
Government#Telework Program award! We graciously accept! 
 Read of our #telework award 

:http://www.businesswire.com/portal/site/home/permalink/?ndmViewId=n
ews_view&newsId=20100608005405&newsLang=en 

o June 9 - BP #oilspill continues... doesn't #telework have a place in the long-term 
solution to these kinds of problems? What are your thoughts? 
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June 12-25, 2010 

• Researching telework online and in the news. 
• Blog 31 – Have you noticed a change in traffic congestion 
• Blog 32 – Businesses need to keep up with the cultural curve 
• Facebook Updates: 

o June 12: The forecast suggests a gray and rainy Minnesota on to next week… why 
don’t you cut the commute and cozy up to telework? As always: 
http://www.eworkplace-mn.com  
 RT @julieboughn: My favorite commute is a telecommute. #telework 

o June 13: Psst. Remember that telework award we won? Read more about it and 
see the full list of telework winners in other categories here: 
http://www.teleworkexchange.com/2010awards/  

o June 14: Teleworking… the new norm: 
http://www.theprovince.com/business/Working+away+from+office+norm/31486
50/story.html 

o June 17: 
http://voices.washingtonpost.com/virginiapolitics/2010/06/tax_commission_bowe
n_dies.html RIP to a telework pioneer. 

o June 20: Did you miss us in KARE11? Check it out! 
http://www.kare11.com/takekare/career/career_article.aspx?storyid=852733&cati
d=376 

o June 22: You build it… and they will come: 
http://broadbandbreakfast.com/2010/06/study-more-federal-workers-seek-
teleworking-opportunities/ 

o June 23: Share this message if you love telework! http://www.eworkplace-
mn.com/  
 

• Twitter Updates: 
o June 12: Forecast: gray and rain MN on to next week..why don’t you cut the 

commute and cozy up to #telework? As always: http://www.eworkplace-mn.com 
 RT julieboughn My favorite commute is a telecommute. #telework 

o June 13: Psst. Remember that #telework award we won? See the full list of 
winners in all categories here: http://www.teleworkexchange.com/2010awards/ 

o June 14: #Telework ing… the new norm: 
http://www.theprovince.com/business/Working+away+from+office+norm/31486
50/story.html 

o June 17: RT mikemisterek #Unemployment is @ 9.7% - how can #telework be 
part of the solution?http://bit.ly/9vqnWT #broadband 
 RT JohnDallas Time to work. From home. #telework #awesome 
 http://voices.washingtonpost.com/virginiapolitics/2010/06/tax_commissio

n_bowen_dies.html RIP to a #telework pioneer. 
o June 20: Did you miss us in KARE11? Check it out! 

http://www.kare11.com/takekare/career/career_article.aspx?storyid=852733&cati
d=376 #telework 
 @micahvono Like like like. 
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o June 22: Build it... and they will 
come:http://broadbandbreakfast.com/2010/06/study-more-federal-workers-seek-
teleworking-opportunities/ #telework 
 @micahvono The event sounds really interesting. When is it being held? 
 RT mjv21 This commute is going to kill me..... Almost broke my neck 

when I tripped on the cat. #telework #lol 
 RT Telework_Adv It's almost Independence Day. Are you free 

to#telework? #sign http://bit.ly/bgHSk7 
o June 23: Retweet me if you love #telework! http://www.eworkplace-mn.com 
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June 26-July 9, 2010 

• Researching telework online and in the news. 
• Blog 33 – What are employers waiting for? 
• Facebook Updates: 

 
o June 28: View this netconference and get a free credit towards a Commuter 

Choice Certficate program 
fromhttp://www.commuterservices.com/!:http://www.nctr.usf.edu/clearinghouse/
netconference/netcww.htm 
 RT @Bowlieweekender: White House Supports FCC Wireless Spectrum 

Position to promote #Telework and innovationhttp://bit.ly/bEc6tR 
o June 29: Wanna read more about the BP oil spill and how it relates to telework? 

Sound off about the state of traffic congestion in the Twin Cities these days? See 
the newest entries in our blog:http://www.eworkplace-
mn.com/Questions/eWorkPlaceBlog/tabid/289/Default.aspx 

o June 30: Hey Jason, apologies for the late reply. You can read about some of the 
employers that have signed up here:http://www.eworkplace-
mn.com/LinkClick.aspx?fileticket=U6oHqtsbqug%3D&tabid=246 
Please e-mail us at info@eworkplace-mn.com to receive more information on a 
full list. If you don't receive a reply soon, please let me know! 

o July 8: Yes and yes: http://www.washingtonpost.com/wp-
dyn/content/article/2010/06/30/AR2010063005054.html 
 Did you know eWorkPlace participants take 30% fewer daily trips during 

peak periods? Sign up and make a difference:http://www.eworkplace-
mn.com/ 

 
• Twitter Updates: 

o June 28: View this net conference and get a free credit towards a Commuter 
Choice Certficate program from http://www.commuterservices.com!#telework 
 Net conference link 

here:http://www.nctr.usf.edu/clearinghouse/netconference/netcww.htm#tel
ework 

 RT Bowlieweekender  
 White House Supports FCC Wireless Spectrum Position to 

promote #Telework and innovationhttp://bit.ly/bEc6tR #fb 
o June 29: Read about BP #oilspill & #telework & sound off about 

traffic:http://www.eworkplace-
mn.com/Questions/eWorkPlaceBlog/tabid/289/Default.aspx 

o July 8: Yes and yes: http://www.washingtonpost.com/wp-
dyn/content/article/2010/06/30/AR2010063005054.html #telework 
 eWorkPlace participants take 30% fewer daily trips during peak periods. 

Make a difference now: http://www.eworkplace-mn.com/#telework 
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July 10-23, 2010 
 

• Researching telework online and in the news. 
• Communicating with Micah Vono re: blog writing. Current status: Ecolab redtape prior 

to approval. 
• Blog 34 – Highlights with Fairview Health Services… and some current telework 

musings to boot.  
• Facebook Updates: 

o July 10: Fact: eWorkPlace participants have reduced their total Vehicle Miles 
Traveled by 47%. What's not to love?http://www.eworkplace-mn.com/ 

o July 12: How was your Monday, eWorkPlace fans? Better if eWorkPlace had 
been helping your company gain greater productivity, along with lower facility 
costs, and better recruitment AND retention? … survey says yes. 
http://www.eworkplace-mn.com/ 

o July 14: Successful companies like Netflix include work flexibility in their 
business model. Shouldn’t you? http://techcrunch.com/2009/08/05/other-
companies-should-have-to-read-this-internal-netflix-presentation/ 
 RT @Bowlieweekender: #Telework – The House will vote on H.R. 1722, 

The Telework Improvements Act, this coming Wednesday. Fingers 
crossed 

o July 21: After enrolling with eWorkPlace, Ecolab’s IT Department saw a 16.3% 
increase in number of calls answered, 9.5% increase in Quick Call Resolution, 
and a 2.7% increase in availability. Heck yeah. 
 And in case you missed it, yeah, yeah, yeah: Recently passed #telework 

bill first step towards more effective government http://bit.ly/aOal1j 
 

• Twitter Updates: 
o July 10: Fact: eWorkPlace participants reduced their total Vehicle Miles Traveled 

by 47%. What's not to love?http://www.eworkplace-mn.com/#telework 
o July 12: How was your Monday? Better if we helped you improve productivity, 

recruitment, retention AND lower facility costs? Heck yeah. #telework 
o July 14: #Netflix = pro-flex! http://techcrunch.com/2009/08/05/other-companies-

should-have-to-read-this-internal-netflix-presentation/#telework 
 RT Bowlieweekender #Telework - The House will vote on H.R. 1722, The 

Telework Improvements Act, this coming Wednesday. fingers crossed #fb 
o July 21: Ecolab's IT Dept had 16.3%increase in # of calls answered,9.5%increase 

in QuickCallResolution,& 2.7%increase in availability. Yea! #telework 
 RT mthyer @telesaur #telework also makes the rural dream financially 

possible. Work an urban job from the country. 
 RT rschradin Recently passed #telework bill first step towards more 

effective government http://bit.ly/aOal1j #fedgov #gov20 
 RT CentreDocEQ Telework bill passes the House - The Hill's Hillicon 

Valley: http://bit.ly/aPbl8d via @addthis #telework 
 RT emrldcitychick Also, in case you missed it, on @dorobekinsider on 

Friday - Congressman touts important 
of#telework: http://twurl.nl/h7wem2 
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 RT StrategicGuy Government agencies that champion #telework: State 
Dept, Homeland Security, Veterans' Affairs, Education 
Dept.http://bit.ly/9N48nv 
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July 24-August 6, 2010 
 

• Researching telework online and in the news. 
• Communicating with Micah Vono re: blog writing. Current status: Micah has begun 

writing the blog, but still has to go through appropriate channels for approval. Ecolab’s 
policies re: social networking are still in development. 

• Blog 35 – Carver County (Tele)Commutes!  
• Facebook Updates: 

o July 24: Road closures, road closure… ugh. Let’s think of something positive, 
yeah? Like how Fairview Health Services saved $$$ after utilizing telework by 
decreasing overtime hours by 50%. Undeniable results! 

o July 26: Heads up. Our and other mnDOT efforts covered by the USA Today: 
http://www.usatoday.com/news/nation/2010-07-26-1Agridlock21_CV_N.htm 
 "I have noticed that the response time of my staff has improved, and this 

past month's outcome measures have improved as well."  
- Eligibility Support Manager, Hennepin County Human Services and 
Public Health Department, eWorkPlace participant. =) 

o July 28: Teleworkers take an average of 30% fewer TOTAL trips... freeing up the 
roads for all of us. Doesn't that sound nice?http://www.eworkplace-mn.com/ 

o August 4: Howdy folks. Did you know the Hennepin County Human Services and 
Public Health Department has seen a 77% decrease in unprocessed in-basket 
items and a 9% increase in processed cases just a few months after signing up 
with eWorkPlace? Lovely. 

o "Less commuting for our residents means more people running errands, 
eating lunch, and shopping right here in our community rather than at businesses 
near their faraway workplace. We see it as a potential boost to our county's 
economic health, which might be coming at a perfect time for many of our small 
businesses." - Randy Maluchnik, Carver County Commissioner, eWorkPlace 
participant 
 

• Twitter Updates: 
o July 24: Road closures..ugh. Let's think positive. Like how Fairview Health 

Services saved $ after #telework - decreasing overtime hours by 50%! 
o July 26: Yo. Our and other mnDOT efforts covered by the USA 

Today:http://www.usatoday.com/news/nation/2010-07-26-
1Agridlock21_CV_N.htm #telework 
 "Response time of my staff has improved &this past month's outcome 

measures have improved."-Hennepin County Human Services 
Manager #telework 

o July 28: #Teleworkers take an average of 30% fewer TOTAL trips... freeing up 
the roads. Doesn't that sound nice? http://www.eworkplace-mn.com/ 

o August 4: RT CleanAirGA "61% of federal jobs are considered suitable 
for#telework" - Kate Lister 
 Hennepin County HumServices & PubHealth Dept saw 9% increase in 

processed cases just a few months after signing up. Lovely#telework 
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o August 5: #Telework: "Boost to our county's economic health..coming at a perfect 
time for many of our small businesses." - Carver County Commissioner 
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August 7-20, 2010 
 

• Researching telework online and in the news. 
• Communicating with Micah Vono re: blog writing. Current status: No new news. Still in 

holding pattern. 
• Blog 36 – Broadband Summit, August 24, 2010  
• Facebook Updates: 

o August 7: Congratulations, Georgia! http://www.cleanaircampaign.org/Take-
Action/Support-Georgia-Telework-Week-2010 

o August 10: Build a 21st century workplace... and they will come? 
http://www.federaltimes.com/article/20100725/ADOP06/7250303/1037/ADOP 

o August 11: FYI - a 1% increase in teleworkers in Minnesota would mean 390,000 
fewer pounds of CO2 released each day. Mm...I'm breathing easier already... 

o August 16: Increased employee productivity, reduced drive time, improved air 
quality. Check, check, check. http://www.eworkplace-mn.com/ 

o August 17: Another three? What about enhanced recruitment and retention, saved 
money on gas and parking, as well as increased energy conservation? Yes, yes, 
yes. http://www.eworkplace-mn.com/ 

o August 18: Three more for the third time just seems right: Greater geographic 
flexibility! Greater productivity! Improved highway 
safety!http://www.eworkplace-mn.com/ 
 

• Twitter Updates: 
o August 7: Congratulations, Georgia! http://www.cleanaircampaign.org/Take-

Action/Support-Georgia-Telework-Week-2010 #telework 
o August 10: Build a 21st century workplace... and they will 

come?http://www.federaltimes.com/article/20100725/ADOP06/7250303/1037/A
DOP #telework 

o August 11: FYI - a 1% increase in #telework ers in Minnesota would mean 
390,000 fewer pounds of CO2 released each day. Aah..breathing easier already... 

o August 16: Increased employee productivity, reduced drive time, improved air 
quality. Check, check, check. http://www.eworkplace-mn.com/#telework 

o August 17: Enhanced recruitment&retention, saved money on 
gas&parking,&increased energy conservation?http://www.eworkplace-
mn.com/ #telework 

o August 18: 3 more for the 3rd time: Greater geographic flexibility,greater 
productivity,improved highway safety!http://www.eworkplace-mn.com#telework 
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August 21-September 3, 2010 
 

• Researching telework online and in the news. 
• Blog 37 – Mn/DOT Highlights 
• No news re: Michah Vono/blogwriting. 
• Facebook Updates 

o August 25: Did anyone attend yesterday's broadband summit at the University of 
Minnesota? Read 
up:http://www.startribune.com/business/101437909.html?elr=KArksLckD8EQD
UoaEyqyP4O%3ADW3ckUiD3aPc%3A_Yyc%3AaUUsZ 

o August 26:  "I'm able to do my work when I choose... I love not having to fight 
rush hour traffic every day. I get an extra hour of sleep and an extra hour of work, 
just by eliminating my drive on 35W." - participating Fairview IT employee 

o August 27: "Teleworking allows me to manage the stress level in my life 
providing me the opportunity to approach my daily tasks more relaxed and 
refreshed." - Patti Folmer, MnDOT participant 

o August 29: Monday is coming up... what better way than to start out the week 
with telework ? http://www.eworkplace-mn.com/ 

o August 31: Bringing the threes right on back... for reduced cost of real estate and 
overhead, enhanced quality of life, and reduced number of rush hour work trips 
and congestion.http://www.eworkplace-mn.com/ 

• Twitter Updates 
o August 25: Miss the broadband summit yesterday at the University of Minnesota? 

Have no fear. #telework 
 Read all about it 

here:http://www.startribune.com/business/101437909.html?elr=KArksLck
D8EQDUoaEyqyP4O:DW3ckUiD3aPc:_Yyc:aUUsZ#telework 

 SeeingChange RT @CleanAirGA: How do you know if you're tailor made 
to #telework? Take our quiz... http://ow.ly/2ueTT 

o August 26: "I love not having to fight rush hour.. I get an extra hour of sleep and 
an extra hour of work."-participating Fairview employee#telework 

o "I manage the stress level in my life..approach my daily tasks more 
relaxed and refreshed." - Patti Folmer, MnDOT participant#telework 

o August 29: Monday is coming up... what better way than to start out the week 
with #telework ? http://www.eworkplace-mn.com 

o August 31: Less$ on real estate/overhead,better quality of life,& reduced # of rush 
hour work trips/congestion. http://www.eworkplace-mn.com/#telework 
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September 4-17, 2010 
 

• Researching telework online and in the news. 
• Facebook Updates 

o September 4: Happy Labor Day weekend from eWorkPlace, y'all! Take it easy 
and stay safe! 

o September 8: Lower: absenteeism, cost of living expenses, greenhouse gas 
emissions and carbon footprints. Now that's a tasty 
reduction. http://www.eworkplace-mn.com/ 

o September 9: Tomorrow's Friday! Are you teleworking? How will it improve 
your work day? Or how would it? Share, share. 

o September 13: Part of the strategy to reduce our carbon footprint as a nation is 
found in telework, among other things:http://www.washingtonpost.com/wp-
dyn/content/article/2010/09/09/AR2010090906850.html 
 This could be you too:http://www.flickr.com/photos/ddfic/456799827/ 

Let us help. http://www.eworkplace-mn.com/ 
o September 14: Gotta love it when high profile employers "get" 

telework: http://www.marketwatch.com/story/discovery-communications-named-
top-10-place-to-work-by-working-mother-magazine-in-2010-2010-09-
14?reflink=MW_news_stmp 

o September 15: 1) Expand access to talented people, 2) Provide greater economic 
opportunity for lower income households and people with disabilities, 3) Look 
good doing it. http://www.eworkplace-mn.com/ 

• Twitter Updates 
o September 4: Happy Labor Day weekend from eWorkPlace, y'all! Take it easy 

and stay safe! #telework 
o September 8: Lower: absenteeism, cost of living expenses, greenhouse gas 

emissions. Now that's a tasty reduction. http://www.eworkplace-
mn.com #telework 
 RT PowerITDown RT @fedstelework: 71% of Fed'l workers 

value#telework because it decreases our Carbon 
Footprinthttp://bit.ly/awHR4V #gov20 

o September 9: Tomorrow's Friday! Are you teleworking? How will it improve 
your work day? Or how would it? Share, share. #telework 
 RT CleanAirGA Many #GA teleworkers agree: @fedscoop: 70% of 

federal workers value #telework because it saves 
moneyhttp://bit.ly/awHR4V via @nextgenweb 
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o September 13: Reducing carbon footprint as nation found 
in #telework:http://www.washingtonpost.com/wp-
dyn/content/article/2010/09/09/AR2010090906850.html 
 This could be you too:http://www.flickr.com/photos/ddfic/456799827/ Let 

us help.http://www.eworkplace-mn.com #telework 
o September 14: Love when hi profile employers "get" #telework ..the latest is 

Discovery Communications (better known to you as Discovery Channel, 
perhaps?) 
 RT CleanAirGA The results are in! See how the first-

ever#Georgia #Telework Week shaped up > http://bit.ly/bpjl7L 
o September 15: 1) Access talent 2) Provide econ opp for lower income & ppl w/ 

disabilities, 3) Look good doing it.http://www.eworkplace-mn.com/#telework 
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Welcome to the eWorkPlace Blog!
The eWorkPlace Blog keeps you informed about eWorkPlace and telework.  Please click the icon to
subscribe to our RSS feed.  Don't miss our postings!

Latest News

Getting Ready for Winter

Posted By: Adeel Lari on 11/18/2010

Categories: About

Are we getting ready for winter after our first official blizzard of the year Minnesota? Are you dreading that
winter commute?

Oh, what teleWork could do for us during snowstorms? No worries about leaving two hours early for work
because of traffic in a snowstorm. No second thoughts about whether or not you can even make it in to the
office. As more companies realize the benefits of allowing their employees to teleWork, the result will be a
lot less people out on the roads, greatly reducing congestion.

Congestion is expensive, and the solution isn’t to simply turn the world into a concrete jungle, paving more
green space and creating more roads. Instead, we must take steps to reduce the amount of congestion on
our roads. More and more companies are realizing it makes good business sense to use eWorkPlace and
let their employees teleWork. And when 5-10 inches of snow falls in November, it reminds us of yet another
benefit to telecommuting: safety. By taking more cars off the road, we can reduce the number of traffic
accidents and deaths. Reducing the number of cars on the roads would be especially impactful to public
safety during inclement weather. Last Sunday, I was planning to drive back from North Shore. Roads were
bad and there was winter warning in effect, so I stayed overnight and caught up with the work and used
teleconference for my Monday morning meeting. It was much safer and less stressful to drive later on
Monday.

Coming up soon there will be a revised plan for eWorkPlace with updates on how far we’ve come in the last
year! It will be exciting to see how eWorkPlace has grown. Thanks for sticking with us! More to follow…

 

Adeel Lari, M.B.A., P.E.
Director of Innovative Financing, Research Fellow, and Teleworker
Hubert H. Humphrey Institute of Public Affairs
University of Minnesota
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Minnesota road work and bridge projects at risk

More than just state road projects are feeling the impact of a
possible government shutdown in Minnesota. The shutdown
threat is casting a shadow over local projects as well.

MORE

3M, other companies seek to transform R&D 

Minnesota road work and bridge projects at risk

No-go for Hoyt’s Oak Grove Street apartment plan 

Prairie Island nuclear plant licenses renewed 

Strong Nike earnings help lead stocks higher 

Trying to bridge Minnesota’s racial opportunity gap 

Cities’ home prices fell 4% in April from 2010 

MORE

Market Sectors

3M, other companies seek to
transform R&D 
“Concurrent innovation” doesn’t sound very
exciting. But the concept turns out to be a
big deal at large U.S. companies seeking to
retool their research and development efforts
post-recession.

Trying to bridge Minnesota’s racial
opportunity gap 

Former Willmar mental hospital now a
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Planners approve Lunds proposal for downtown 

Grundhofer takes leadership role in new bank 

Medtronic files patent lawsuits 

MORE

Four charged in ‘next wave’ mortgage fraud in Hennepin
County

1.

If state shuts, all could pay for idled Minnesota workers2.
A retail boomlet, as Blaine attracts Wal-Mart, Goodwill,
Ryan

3.

As shutdown looms, contractors warn of ‘massive
disruptions’ (updated)

4.

Shutdown: Industry ‘simply can’t afford this fight’5.

Recommendations

U of M’s oldest Twin Cities building in line for a
makeover - Finance & Commerce
5 people recommend this.

Top Residential Transactions – Minneapolis,
Minnetonka and Edina - Finance & Commerce
5 people recommend this.

Facebook social plugin

Public Notices

Hennepin County Foreclosures
The latest foreclosure information. Search trustee sales,

sheriff's sales, postponements and more.
NEWEST NOTICE:

1109 N 10th Avenue , Minneapolis, MN 55411

Auction Date: Aug 17, 2011
Loan Balance: $115,649.07

Read More...

growing tech center 

MORE

Strong Nike earnings help lead
stocks higher 
After weeks of worries about the economy
pulled stocks down, indexes have risen
sharply for two days in a row.

Fed’s Kocherlakota calls for tax-system
changes 

Rumor points to big U.S. Bancorp
acquisition 

MORE

No-go for Hoyt’s Oak Grove Street
apartment plan 
At its meeting on Monday evening, the
Minneapolis City Planning Commission
voted against a 124-unit apartment proposal
near Loring Park in Minneapolis.

Cities’ home prices fell 4% in April from
2010 

Dim future seen for Grand Rios Water Park
in Brooklyn Park 

MORE
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Hennepin County Public Notices
The workings of government, the courts and the community.
Logically organized. Easy to use. Search construction bids,
assumed names, probate notices, and more.

Top Residential Transactions – 19700 Lakeview Ave.,
Deephaven
The starkly modern structure at 19700 Lakeview Ave. in
Deephaven sold for $1.73 million.

MORE

Minnesota road work and bridge
projects at risk
More than just state road projects are feeling
the impact of a possible government
shutdown in Minnesota. The shutdown threat
is casting a shadow over local projects as
well.

No-go for Hoyt’s Oak Grove Street
apartment plan 

Trying to bridge Minnesota’s racial
opportunity gap 

MORE

Prairie Island nuclear plant
licenses renewed 
Federal regulators have renewed the
operating licenses for the Prairie Island
nuclear power plant, which will allow it to
run for 20 more years, Xcel Energy Inc.
announced Tuesday.

White House considers big boost to fuel
economy 

Xcel Energy disputes nuclear plant safety
finding 

MORE
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F&C Email Alert
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Free business news updates every weekday.

Enter Email: 

Feats of Engineering – CSAH 20 Ahren’s Hill Improvements
Improvements to Riverside Drive/CSAH 20 have been completed in five phases over the past eight years and
culminated in the challenging segment perched on a bluff known locally as Ahren’s Hill overlooking Gilbert
Lake.

MORE

Shutdown: Industry ‘simply can’t afford this fight’
The thousands of people employed by private sector companies in the transportation construction industry are
bracing for a summer of potentially devastating work stoppage that could occur if state government shuts down
on July 1.

MORE
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MINNEAPOLIS -- Telework is more than just a
work/life balance issue according the Adeel Lari of
the University of Minnesota/Hubert H. Humphrey
Institute.

"The primary purpose of this program is to reduce
congestion," says Lari, who heads up a program
administered through the University and the state of
Minnesota called "eWorkplace."

"Any of us who has worked in reducing congrestion
knows you cannot build your way out of congestion.  It is very
expensive, it is very disruptive.  Also, you do not want to pave the
world over just to meet the demands of those 4 or 5 hours when
we have congestion," Lari adds.

Minnesota has received federal transportation dollars to reduce
congestion, but part of that money also has
to  be used to encourage telecommuting, to
eliminate some traffic all together.

"We have 30 employers who are already
signed up," says Lari, who says that
accounts for some 2400 employees in the
Twin Cities metro area.

By telecommuting part of their work week,
those employees are now taking 30 percent
fewer trips during the hours when the roads
are most congested.

Lari say the next step is to measure how this affects an employer's
bottom line, but already he says employers in the program report
greater productivity and retention among employees.

eWorkplace offers employers resources in terms of experts to help
set up programs.  Recently, it sponsored a workshop at the Hubert
H. Humphrey Institute so interested employers could meet with
those already having success with telecommuting, as well as learn
about the technology that makes telecommuting easier.

Surprisingly, Lari says it isn't technology that gives some
employers cold feet about telework.
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"The biggest concern is the change in status quo," says Lari.

Employers tell him they don't know how they can determine if
employees are actually working and being productive if they aren't
in the office.

To that, Lari says, "How do you know now?"

Lari says being present in the office doesn't mean an employee is
actually working.  It's up to the employer to develop a
measurement of productivity, which can work no matter where the
employee is.
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eWorkplace-MN.com
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(http://www.thisweeklive.com/wp-content
/uploads/2010/04/dct-telecommute-4-c.jpg)

For Roberta Halverson most of her work is
done over the telephone or via e-mail,
making telecommuting an ideal work

model. She said she likes that she can
create or own schedule. -Photo by Jessica

Harper

Home > News > Dakota Co. Tribune Business Weekly > Going to the office becomes increasingly
optional

(http://www.thisweeklive.com/2010/04/07/going-to-the-office-becomes-increasingly-optional/)
Posted under Dakota Co. Tribune Business Weekly on Wednesday 7 April 2010 at 3:25 pm

U of M’s Earth Day event encourages growing trend of people working from
home

by Jessica Harper
Dakota County Tribune

While thousands of Twin Cities workers sit in
traffic for an hour or more each morning, Roberta
Halverson of Burnsville starts her day by sipping
coffee, reading the local newspaper and heading
downstairs to her home office.

Thanks to advances in technology, Halverson, a
part-time employee at Career Life Alliance, a
Burnsville-based company that consults with
businesses on how to create a flexible work
environment, is able to do all her work over the
telephone or via e-mail.

“I love the flexibility,” she said. “After commuting
for 35 years, this is so much better.”

Halverson is among a growing population of
telecommuters.

Ten years ago, only about 1 percent of the Twin Cities’ workforce telecommuted, said Adeel
Lari, program director at the University of Minnesota’s Humphrey Institute.

This rose to 5 percent of the workforce (approximately 135,000 workers) in the Twin Cities,
according to a 2009 survey conducted by the institute.

Those who telecommute do so 2.4 times a week, according to the survey.

The institute is hoping to further increase these numbers through an initiative it has launched
with the Minnesota Department of Transportation called, “eWorkPlace: Telework Twin Cities,”
which encourages people to telecommute for one or more days a week between April 11 and
24.

The event corresponds with Earth Day and is aimed at reducing carbon emissions, Lari said.

“If we increase telecommuting by 1 percent, we can reduce about 390,000 pounds of CO2

Thisweek Newspapers http://www.thisweeklive.com/2010/04/07/going-to-the-office-becomes-in...
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(http://www.thisweeklive.com/wp-content
/uploads/2010/04/dct-telcommute-2-c.jpg)
Adeel Lari, program director at the

University of Minnesota’s Humphrey
Institute, telecommutes to work in

Minneapolis about once or twice a week.
He said telecommuting has numerous

advantages for not only the environment,
but also employers and employees. -Photo

by Jessica Harper

emitted into the air daily,” Lari said.

Recent studies have shown that people with a flexible work environment drive 46 percent less
than those without the flexibility, he said.

Fewer drivers will also mean fewer highway-
expansion projects, which will save local
governments money, Lari said.
Wave of the future

“We hope this (event) will get people to see
telecommuting as a viable option, and that they
will hopefully do it year ’round,” said Lari, who
telecommutes two to three times a week.

Lari has been telecommuting for about a year
and said he thinks it has enhanced his quality of
life by allowing for more time with family and to
be physically active.

Halverson has telecommuted for 10 years, and
said she, too, enjoys the flexibility telecommuting
grants her.

The greatest advantage is no longer having to
drive to work, she said.

Prior to working for Career Life Alliance, Halverson was commuting to Medina in the western
suburbs.

One winter, it took four hours to drive home due to a snowstorm, Halverson said.

“That’s when I told my husband, ‘I needed another job,’ ” she said.

Halverson said she likes that she no longer has to sit in traffic or worry about the weather
report.

In addition to saving on gas, Halverson said she has been able to save on clothing and meals.

“Most days, I can start work in my pajamas,” she said.

Both she and Lari said they are often able to be more productive by telecommuting.

“I don’t have to deal with interruptions from others in the office anymore,” Halverson said.

Employees are not the only ones reaping rewards.

Employers often see increased productivity and enhanced retention as a result of having
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workers who telecommute, Lari said.

Telecommuting also enables employers to recruit employees from a broader geographic area,
which enables them to choose from a wider pool of candidates, he said.

But the greatest advantage to many employers in this economy, is the reduction in costs
associated with real estate and overhead, Lari said.

For Kathy Kacher, founder and president of Career Life Alliance, the bottom line is precisely
why she decided four years ago to close her office and have all five of her employees
telecommute.

The move saved her about $15,000 a year in rent expenses.

In addition to the cost savings, Kacher said, the changes freed up her own time.

“I don’t have to spend so much time watching what my employees are doing,” she said. “I don’t
care how they spend their time as long as I see the results I need.”

Although Kacher does not see her employees on a daily basis, she does touch-base with them
quarterly.

“For my organization, this model works very well,” she said.

However, telecommuting has its challenges.

For some employees, it can be difficult to adjust or stay on task, Lari said.

For him, it is difficult to get away from the office when he is also already at home.

“Sometimes employers think telecommuting means you can be accessed 24-hours a day,” he
said. “Sometimes, I have to just turn the phone off so I don’t get completely attached to work.”

Halverson said for her, it’s the lack of human contact that can be difficult.

“I miss being in contact with my co-workers,” she said. “But it is nice we meet quarterly.”

Halverson said another challenge for her, at times, is trying to stay up-to-date on the latest
technology.

However, she said, if she needs to learn how to use a new software program or device, Kacher
will meet with her to provide training.

Employers can also face challenges with telecommuting.

If it is not implemented properly, it could lead to poor performance, Lari said.

Employees and employers must be transparent with one another for telecommuting to be
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effective, Lari said.

“Expectations must be clear,” he said.

Additionally, employers need to transition from measuring activity to measuring results when
assessing productivity, Lari said.

Kacher said she has had few obstacles in overseeing an entire telecommuting workforce.

So far, trying to organize emergency meetings has been cumbersome but “it hasn’t been a big
deal,” she said.

Although telecommuting has been an efficient model at Career Life Alliance, it is not necessarily
ideal for all companies.

About 40 percent of jobs can currently accommodate telecommuting, Lari said, adding that he
expects the percentage will increase over time as “we become less of a manufacturing society
and more of a knowledge-based society.”

The Humphrey Institute will be offering free training during the eWorkPlace initiative to help
employers decide if and how telecommuting can work for them.

In addition to the training, participants will have a chance to win a mini-notebook computer and
an Apple iPad, among other prizes.

For more information about telecommuting and “eWorkPlace: Telecommuting Twin Cities” visit
www.eworkplace-mn.com or e-mail Adeel Lari at larix001@umn.edu.

Jessica Harper is at
jessica.harper@ecm-inc.com.

Did you like this? Share it:
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With about 50,000 people working outside the county, telecommuting may
be best traffic congestion reduction effort

by Tad Johnson
Dakota County Tribune

Based on recent statistics, it is estimated that about 50,000 people leave Dakota County each
day to work in Minneapolis, St. Paul and in Twin Cities suburbs.

Nearly all in that parade of vehicles have destinations north of the Minnesota River, which leads
to heavy congestion on the rush-hour commutes on interstates 35W and 35E and Highway 77.

Longtime Burnsville resident Adeel Lari, program director at the University of Minnesota
Humphrey Institute, aims to ease that congestion by removing motorists from the road and
planting them in a home office during the day (see related story on today’s cover).

Lari, who appeared on a recent episode of Thisweeklive the Show, is spearheading the
eWorkPlace Telework Twin Cities program April 11-24 that encourages workers to sample
telecommuting for at least one day a week during that time.

The hope is that workers and employers will like the arrangement so much they will
permanently use teleworking.

The Dakota County Residential Survey found that over the period from 2006 to 2008 43-44
percent of residents commute outside the county for work.

The greatest percentage of those people traveled north, according to 2008 results, with about
18 percent ending in the cities of Minneapolis or St. Paul.

Those surveyed said their commute times increased from 2006 to 2008 as the percentage of
those reporting commutes of 26 minutes or more increased from 31 to 33 percent.

Lari said he helped bring together the people who submitted a successful application for $133.3
million for federal Urban Partnership Agreement funds that leveraged another $50.2 million
from the state.

The money was used to target 35W traffic congestion by creating new express bus routes from
Lakeville to Minneapolis, add sections of additional lane capacity to 35W, create a MnPASS toll
lane on 35W and fund a public information campaign to encourage telecommuting.

Lari views teleworking as the last leg of a stool that will lead to traffic congestion reductions in
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the Twin Cities.

“It is bad and we waste a huge amount of time and gas getting to work,” Lari said. “Looking
forward I don’t see any major investment in infrastructure especially for going across the river.

“Unless we do something regarding demand side, we are going to be facing larger and larger
problems in the future.”

There is plenty of potential for growth in telecommuting in Dakota County. According to the
county’s survey, only 5 percent of people reported working from home in 2008.

Dakota County is consistent with the rest of the Twin Cities as Lari said the same percentage of
Twin Cities residents telework.

Lari said it is estimated that 40 percent of the Twin Cities’ 1.8 million residents have the kinds of
jobs that  allow them to telecommute. That  means about 700,000 people could stop using cars
and buses to work from home.

“(Telecommuting) is crucial as this country moves away from production and manufacturing
economy to more of a knowledge-based economy,” Lari said.

Lari said eWork has signed up an estimated 30 major employers, including Bloomington-based
Best Buy Corporation and Hennepin County government, and 2,300 individuals.

He said those surveyed who are already participating reported they drove 33 percent less
during the rush hour  and 46 percent less overall when they telecommute.

“What we are finding is that it is a major impact and much greater impact than we  ever
imagined,” Lari said.

Lari emphasized that an average person who telecommutes does so only about half of his or
her work week, which means he or she is still going into the office for meetings and can still
connect with the social network in the office.

The kickback for the employer is that teleworkers provide a 20 percent increase in productivity
after they start telecommuting.

Lari said telecommuting can not only reduce congestion, but it can have a significant positive
affect on reducing the planet’s carbon footprint, 33 percent of which is attributed to
transportation.

For more information about eWork Telework Twin Cities, go online at www.eworkplace-mn.com.

Tad Johnson is at
tad.johnson@ecm-inc.com.
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Transportation Management Organization Resource Guide  
for Employer Enrollment Package 

 

Recruitment Steps  
  

1. Initiate contact by phone or email, and send Website information 
 

Sample Speaking Points: As you have been a progressive and engaged employer for employee and 
community transportation options and/or flexible work, our TMO would like to offer you a new 
initiative, eWorkPlace. The program will provide you, free of charge, with the necessary resources to 
pilot, implement, or expand telework in your organization.  
 
In partnership with Mn/DOT, we are providing employers with national expertise, assistance, and 
resources to promote and use telework as a viable business strategy. Services will be customized to 
meet your unique needs. You will be provided with up-to-date tools, information, and training to help 
you develop the most efficient ways to integrate eWorkPlace into your place of work. 
 
This is a one-time opportunity to receive cost-free resources. We are engaging employers on a first 
come, first served basis. We would like to offer you an opportunity to hear more information about the 
eWorkPlace project, ask questions, and consider participation.  

 
2. Arrange a face-to-face appointment with your employer lead contact.  At this meeting, you will discuss 

their involvement in the project, and answer any questions they might have. When scheduling the 
meeting, ask if they would like to have other company representatives attend, such as human 
resources or management staff. 

 
3. Facilitate a face-to-face meeting to describe eWorkPlace and establish current status of telework.  
 

Information to cover at the meeting: 
 

Does the company already have a telecommuting program in place? If yes: 
� What are the main reasons why employees work remotely? 
� Is it informal or does it have a formal organization-wide policy?  
� How many employees are estimated to already work remotely?  
 
Does the company have a work life program? Or, does it offer other types of flexible work options 
(such as job share, part-time, compressed work week)?  Frequency? 
 
How is or might telework be a “fit” with corporate or strategic plan? 
� Facilities savings   � Improve customer service 
� Retain existing employees  � Decrease employee cost 
� Recruit new employees  � Offer employee flexibility   
� Increase productivity  � Other, list:__________________________ 

 
Do company competitors offer telework? 

 
Have the executive or management levels explored telecommuting as a disaster recovery 
strategy? 

 
What are the approval levels for employees to telework (for example, supervisor, human 
resources, management team, and or department head)? 
 
What are the difficulties in practicing telework? Prompts include: 

� Manager resistance  
� Lack of executive support 



3 | P a g e  
eworkplace-mn.com 

  

� Technology costs  
� Employee selection issues 
� Technology infrastructure concerns   
 

What kind of assistance or resources would be most valuable to encourage telework? 
 
How would the employer introduce this to the company? 
 
What might be the next steps to explore this opportunity? 

� Obtain buy-in and discuss from other stakeholders or management team 
� Provide a briefing to management team 
� Meet with other company representatives 
� Determine reasonable number of potential teleworkers 

 
Discuss employer responsibilities 

� Provide summary sheet on employer participation (Attachment A). 
� Provide Commute Tool example (Attachment B). 
� Provide letter of enrollment from employer decision maker 
� Establish the probably number of teleworkers 
 

Ask how we could be of additional assistance. 
 
Establish a date and time to get back to your contact, to obtain buy-in and finalize potential 
teleworker numbers and next steps. 

   
Managing the Objectives: Prior to the meeting, it is necessary for you to understand potential 
objections to telework so you can apply the proper technique to overcome it. By asking these 
questions during your meetings with employers, you can apply the proper technique to overcome 
resistance, isolate the problem area, and then work towards overcoming it. Questions to examine 
include:  

1. Is it just a need for more information?  Is it a telework problem?  
2. Is it a management issue? Or upper management?  Is it a human resources issue?  
3. Is it an entitlement issue?  
4. Does the objection pertain to the entire organization?  Is the objection related to one 

group?  
5. Is the objection related to one key person? 

 
It is important to recognize that telework may bring out the deficiencies in an organization. Be 
prepared to understand that many different problems will be blamed on telework but are not 
actually telework related. The only relationship to telework is that once telework begins, the 
problem may be highlighted. 
 
Most of the time, objections can be overcome by the following means: 

• Provide education regarding telework. 
• Recommend the implementation of a pilot project. 
• Present case studies of other successful telework programs. 
• Provide additional information and explanation of how it works. 

 
Keeping up-to-date with what is going on in the telework world will provide you with the edge 
needed to successfully convince your organization on the benefits of telework. 

 
4. Obtain employer letter of enrollment from executive level. See Attachment C for two sample employer 

support letters. 
  
5.  MITE will conduct the telework assessment. This assessment is a 1.5 to two hour consultation in which 

MITE will assess and provide guidance on specific barriers and goals to enable employer participation. 
It includes information on employee interest, manager/supervisor challenges, points of resistance, 
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executive buy-in, budgetary or facilities issues, technology, and security, implementation or culture 
concerns, union and involvement. The assessment will also help MITE assist the employer to set the 
next steps in motion and determine need and level of resources employer needs. 

 
6.  Finalize the level and approximate kinds of eWorkPlace resources available to the employer. 
 
7.  Send a welcome e-mail letter to employers, encouraging them to connect to the eWorkPlace website 

to receive free offers from participating businesses. 
 
8.  Alert PMT about new participating employer. 
 
9.  Develop the employer’s pilot schedule. 
 
10. Develop the case for the pilot. 

� Develop the description, rationale, goals, scope, and technical decisions. 
� Establish benefits and costs. 
� Draft executive communication (see Attachment D). 

 
11. Establish pilot parameters. 

� Design participant selection criteria and process. 
� Draft telework policy. 
� Design and send manager/employee interest surveys. 
� Compile interest survey responses. 
� Send executive memo to employee base. 
� Determine major technology provisions and approve. 

 
12. Take care of on-going communication needs. 

� Design and send communications to employee and managers.  
� Conduct manager or employee briefing session, if necessary. 
� Post information on the web site. 
� Finalize technology infrastructure guidelines. 

 
We provide examples of documents that other organizations have used to promote their telework pilot 
(see attachments). It is best to establish a communications plan prior to the launch or kick-off, and to 
develop guidelines for specific communications that would be directed to company organizational levels, 
such as executives, management, and employees. 
 
When making the business case, it is important to sell how a telework program can have a positive effect 
on the organization (for example, focus on the benefits instead of the features). A good way to initiate the 
conversation might be, "I've got ideas to sell products or services better." 
 
Understand the mindset of people to whom you are making the case. It is important to view telework as a 
means to an end. The good news about telework is plentiful: 

a. It helps business develop a more productive, satisfied workforce. 
b. It makes the organization more resilient in unpredictable emergencies such as epidemics and 

severe weather. 
c. The workforce can be dispersed over a greater geographic area. 
d. It forces an organization to see its deficiencies, thereby strengthening all aspects of the 

organization (not simply the telework program). 
e. The pilot telework program can be tied to long-term performance, super-visor and employee 

best practices, and bottom line business goals. 
 
13.  Assess actions needed to reach participant goals. 

� Finalize telework policy.  
� Finalize equipment guidelines. 
� Conduct manager or employee briefing sessions, if necessary. 
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14.  Establish pilot evaluation tools. 
 
15.  Finalize pilot.   

� Review selection process and feedback from employee base. 
� Design training content. 
� Refine or adapt any changes to telework policy and other documents. 
� Provide additional information as needed to managers and teleworkers. 

 
16.  Select teleworkers and conduct training. 

� Set window of time and deadlines for teleworker applications. 
� Select teleworkers. 
� Conduct manager and teleworker training. 
� Simulate commute tool demonstration as needed. 

 
17.  Sign and document teleworker agreements. 
 
18.  Begin pilot. 

� Teleworkers go off site. 
� Distribute initial teleworker commute survey via Commute Tool (online). 

 
19.   Conduct evaluation. 

� Teleworkers submit teleworker commute survey via Commute Tool (online). 
� Conduct teleworker and manager focus groups and evaluations. 
� Ensure teleworkers complete three-month commute survey. 
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Attachments  
 

 

A. eWorkPlace Employer Participation 

B. Commute Tool 

C. Sample Employer Enrollment Letters 

D. Sample Executive Announcements of Telework Project 

E. Heads-Up Director and Manager Informational Piece 

F. Heads-Up Employee Informational Piece 

G. Example of Telework Pilot Description and Scope  

H. Sample Employee and Manager Briefing Sessions (1.0 hours) 

I. Sample Telework Pilot Schedule 
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Attachment A  
eWorkPlace Employer Participation 
 
Information on the Web 
eWorkPlace program information is available through the www.eworkplacemn.com  web site. 
 
Consultant Support 

• Three consultant companies (MITE, WFC, and Superior Endeavors) will provide technical 
assistance to all participants. 

• A written telework policy and teleworker training is not required, but strongly encouraged.    
 
Employer Responsibilities 

• Designate a telework coordinator.  
• Create an internal team to develop the program. 
• Provide information to conduct an analysis of the organization’s needs and structure.  
• Provide permission for eWorkPlace to publicly announce employer participation. 
• Designate a corporate spokesperson for press releases, interviews etc. 
• Agree to become a case study example.  
• Provide access to the telework coordinator, employees, and supervisors for the purpose of 

program evaluation.  
• Provide any equipment and telecommunications services as determined by internal needs and 

resources. 
 
Application Process 

• Employers indicate interest through the www.eworkplacemn.com web site. 
• Meet with the respective Transportation Management Organization (TMO) in your area. 
• Submit a letter of employer enrollment from upper management (see Attachment C). 
• There is no separate contract for employers accepted into the program. 

 
Approval Process 

• The respective TMO will authorize your participation. 
• eWorkPlace will accommodate requests from other employers throughout the year.   

 
Selection Criteria 

• Level of commitment to eWorkPlace. 
• Readiness for telework implementation/expansion. 
• Potential for growth in the number of teleworkers. 
• Willingness to designate a minimum number of teleworkers who will telework for at least three 

months. 
 
Reporting 

• eWorkPlace will collect information on the number of participants at start, three months and nine 
months into the pilot. All teleworkers will be reporting on the online commute reporting system to 
track the number of teleworkers (see Attachment B).  

http://www.eworkplacemn.com/�
http://www.eworkplacemn.com/�
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Attachment B  
Commute Tool 
 
What?  Commute Tool is a free and secure online tool to help commuters in the Twin Cities evaluate their 

reduction of vehicle miles travelled and vehicle emissions, as well as time and money saved by 
teleworking. It helps to evaluate the success of eWorkPlace and to survey participants to gauge 
who is using the program. The program also provides employers with useful information such as 
money saved on commuting costs and how well their employees like teleworking.  

 
How?   Commute Tool allows eWorkPlace participants to evaluate their commuting schedule through an 

online service. Participants simply need to create a personal profile detailing their commuting 
schedule and vehicle information. They then enter their commuting schedule weekly. A work 
email address will be required to validate the information and to ensure that 
employers/employees receive credit for their participation in eWorkPlace.  
 

Why?  Telework is the only work arrangement that is known to not only reduce highway congestion, but 
provides other ongoing benefits for employers, employees and the community. As such, 
Commute Tool will benefit participants by allowing them to evaluate how much time and money 
they have saved by teleworking. In addition, participants will evaluate the telework experience via 
three online surveys. 
 

When? Commute Tool will be available to any participant involved with eWorkPlace or another Twin 
Cities telework program. Participants can create a profile and will be able to evaluate their 
commuting schedule for the duration of their company’s involvement with eWorkPlace. 

 
The Benefits  

 For Employers  
 

 Access to Aggregate Data  
Employers will have access to aggregate level data including useful information to make 
informed decisions about telework within their company. 

 
 Company Time and Money Saved 

Employers will be able to see on an aggregate level the amount of time and money saved by 
employees who telework. 

 
 Carbon Footprint Reduced 

Employers can access environmental information including the total amount of emissions 
reduced through telework, helping them achieve a smaller carbon footprint. 

  For Employees  
 

 Assess Commute Behavior 
Participants will be able to evaluate the amount of time and money they have saved through 
their individualized telework schedule. Participants will also be able to view the amount of 
emissions they have reduced through telework and total calories burned for those that walk 
or bike to work. 

    
 Quick and Easy Access 

Participants can quickly and easily create a user profile and begin evaluating their 
commuting schedule in less than 10 minutes. Participants will also be able to enter 
information from any place in which they have access to Internet, thus making it easier to 
evaluate and view their commuting statistics. 
 

 Evaluate eWorkPlace Program 
Participants will, via an online survey, submit answers to questions that will help the 
eWorkPlace initiative to better serve employees and employers.   



9 | P a g e  
eworkplace-mn.com 

  

Attachment C  
Employer Enrollment Letters 
 
Sample #1 
 

Date:   

To: TMO 

Re: eWorkPlace Letter of Employer Enrollment 

[INSERT COMPANY NAME] will provide our commitment to engage in the eWorkPlace project and to 
implement telecommuting and flexible work options for our employees who fulfill our selection criteria. We 
will abide by the project guidelines as to use of eWorkPlace services and consulting, incentives, reporting, 
and final deliverables. 

With this letter of commitment we will proceed to work with eWorkPlace to increase the number of 
teleworkers and employees with flexible work options over the next year. We will assist in documentation 
of the benefits received by both our organization and our employees.  

This project will enable [INSERT COMPANY NAME] to increase the retention of valued employee talent, 
reduce commuting time and distance for our employees, improve our customer service and business 
results, and become more resilient to emergencies, such as a widespread epidemic or natural disaster. 

We look forward to working with you to ensure the reduction of community traffic, and to offer our 
employees the opportunities for more flexibility in their jobs. It is understood this is not a legally binding 
contract with eWorkPlace. 

Thank you for this opportunity to engage in an initiative that will mutually meet our business goals and 
have positive impacts on our overall community. If you have any questions, please contact me at [insert 
email and phone]. 

Sincerely, 

[insert name and title] 
 
 
Sample #2  
 

Date:   

To: TMO   

Re: eWorkPlace Employer Letter of Enrollment 

[INSERT COMPANY NAME] will provide our commitment to engage in the eWorkPlace project in order to 
increase telecommuting and flexible work options for our employees. We understand the project 
guidelines and will proceed to effectively increase the number of teleworkers over the next year.  

We will assist in the documentation and reporting process for telecommuting employees and the benefits 
received by both our organization and our employees. It is understood this letter is not a legally binding 
contract with the eWorkPlace program. 

This project will enable [INSERT COMPANY NAME] to increase our business results, reduce employee 
commute time and distance, and to [insert other business goals]. We look forward to working with you to 
ensure the reduction of community traffic and congestion and to offer our employees the opportunities for 
more flexibility in their jobs.  If you have any questions, please contact me at [insert email and phone]. 

Sincerely, 

[insert name and title] 
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Attachment D  
Sample Executive Announcements of Telework Project 
 
Sample Executive Memo #1 (for executive level and directors) 
 
One of our corporate goals is to make [INSERT COMPANY NAME] the Employer of Choice. As part of 
our long- term endeavor to build a people-centered culture, we will be implementing a telecommuting 
program in order to explore more fully the impacts of this strategy. Telecommuting arrangements are 
defined as working a minimum of one day or more per week on a consistent basis from a remote location, 
other than the corporate site.  Sporadic working after hours or on weekends at home as needed to 
complete a project may not fall under the guidelines and procedures designed for regular, documented 
telecommuting arrangements. 
 
A group of employees, who represent many of our divisions, will be able to participate and demonstrate 
this alternative work arrangement. [INSERT COMPANY NAME] is dedicated to taking the lead for the 
development of a flexible workforce. The state-sponsored Mn/DOT program, eWorkPlace, is assisting us 
in providing resources, consulting, and training to help to reduce traffic congestion and commutes by our 
employees. 
 
We envision a business environment that will not necessarily confine [INSERT COMPANY NAME] 
employees or its customers to a specific physical location. At the same time, it is a work strategy that 
promotes flexible management techniques so supervisors can better meet their business goals. In our 
mission to assist employees to bring the best of themselves to their work responsibilities and personal 
commitments, telework can enable employees to better balance their work and other activities. 
 
Our goals are to: 

1. Be considered an Employer of Choice and leader in flexible work for [INSERT COMPANY NAME] 
employees. 

2. Expand the ability of [INSERT COMPANY NAME] to meet business needs and provide enhanced 
employee performance, and customer satisfaction. 

3. Take a leadership role in using telework to improve the quality of the family, community and 
environment. 

 
A wide variety of jobs will be considered in order to ensure broad participation from as many departments 
as possible. Employees that are currently engaged in telework have certainly paved the way for the rest 
of us, and their work arrangement status will not be jeopardized with this project. The program is 
designed to allow new groups of employees the opportunity to participate. There are specific program 
requirements for participants that include reporting, training, and evaluation activities. These requirements 
will assess the business, transportation, and employee impacts. Participants will comply with the telework 
policy and technology guidelines designed specifically for this project. 
 
[INSERT COMPANY NAME] is excited about the opportunity to expand and increase flexible work 
options. At the same time, we realize that telework is recognized as a necessary component of the 
evolving structure of work and a means to exceed our business goals. Please watch for upcoming 
information on the [INSERT COMPANY NAME] web page. 
 
Sample Memo #2 (for managers and employees) 
 
To support [INSERT COMPANY NAME] ever-increasing focus on building a strong, people-centered 
corporate culture that integrates our company’s business strategy with our people strategy, I am pleased 
to announce the premier launch of our telework program. 
 
Telework provides employees with the opportunity to work outside of the traditional office environment. 
Telecommuting, the practice of working from home, from a satellite office, or other location, is a work 
alternative that may be offered to employees in which it would benefit both the organization and the 
employee. At a time when our workforce at large is constantly looking to balance work and home, 
telework is recognized as a necessary component of the evolving structure of work and a means to reach 
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and exceed business goals. Currently there are more than 17 million teleworkers in the US with 25 million 
expected in five years. 
 
Telework programs have shown the following benefits to organizations: 

Employer Benefits 
• Enhanced recruiting and retention efforts 
• Increased productivity and work effectiveness 
• Increased employee loyalty 
• Reduced absenteeism 
• Reduction of office space and parking costs 

Employee Benefits 
• Increased ability to manage work priorities 
• Reduced stress and time in commuting 
• Increased productivity, morale and jog satisfaction 
• Improved work life balance 

 
The principal objective of this project is to develop effective policies and procedures to be able to expand 
this opportunity to a growing number of [INSERT COMPANY NAME] employees in the future. This will 
allow us to closely measure the success of the programs and easily identify needed strategies for the 
future. 
 
At present, the telework program, led by ____ is planning the implementation strategy to launch this 
exciting initiative. We will participate with a minimum of ___ employees. Eligibility will be open to specific 
employees, with the intention to ensure broad participation from as many business units as possible. 
 
Employees and managers will be receiving information on the recruitment, eligibility, and application 
process for the program. Specific reporting, training, and evaluation processes will be enforced during the 
program to assess the business, transportation, and employee impacts. Participants will also comply with 
telework policy and technology guidelines set forth by the program. 
 
I believe the launch of this program is a significant step in [INSERT COMPANY NAME] progress to 
establish a climate and culture that supports the needs of our employees. While a pilot program marks a 
beginning, rather than a destination, we have a corporate mission and business values to move 
aggressively forward in this direction. We will work effectively together as an organization and exceed our 
business goals--but only if our employees are motivated and fulfilled in both professional and personal 
needs. 
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Attachment E  
Heads-Up Director and Manager Informational Piece 
 

 
The [INSERT COMPANY NAME] Telework Program 

 
A win-win strategy for meeting or exceeding your business goals, 

while increasing productivity and employee commitment. 
 
Are you tired of the metro gridlock? Have you been thinking about smarter ways for you and your 
staff to work? If you’ve been thinking about telework as an option for your employees, then you 
are right on the mark!!! 
 

 
 

 
Telework, the practice of working from home, from a satellite office, or other location, is a work alternative 
that [INSERT COMPANY NAME] is offering to employees.  
 
Telework is a proven technique for increasing productivity and retaining skilled workers. Telework would 
benefit the organization, the employee, and the community. By providing greater flexibility in managing 
work and life demands, telework reduces stress, lost time, and environmental pollution concerns, while 
enhancing employee retention and work effectiveness. Almost 18 million persons in the US workforce 
telework at least one day per month. 
 
[INSERT COMPANY NAME] is about to launch a telework program. The first phase of the program will 
begin on _____, and will involve a minimum of ___persons who would work regularly from a remote 
location at a minimum of one day per week. 
 
The objective of the program is to develop effective policies and procedures to be able 
to expand this opportunity to a growing number of our employees in the future. Using 
what we learn from this experience, we will refine the program for future expansion. 
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Attachment F  
Heads-Up Employee Informational Piece 

 
 

Launch of [INSERT COMPANY NAME] Telework Program 
 

Did you know that a 40-minute commute is equal to eight working weeks per year? 
 

 
 
Telework is growing at a brisk pace with almost 18 million persons teleworking at least one day 
per month. Stay clear of the metro gridlock and traffic. Let our telework program guide you to a 
quieter, more convenient working environment of your choice.  
 
[INSERT COMPANY NAME] is about to launch a telework program. The first phase of the program will 
begin on _____. It will involve a minimum of ___ persons who will work regularly from a remote location at 
minimum one day per week. 
 
Telework is a proven technique for increasing productivity and work effectiveness. It has historically 
increased productivity from 3% to 30%. By providing greater flexibility in managing work and life 
demands, telework also reduces stress, lost time, and environmental pollution concerns. 
 
The principal objective of the program is to develop effective policies and procedures to be able to 
expand this opportunity to a growing number of our employees in the future. Using what we learn from 
this experience, we will refine the program for future expansion. 
 
 
 
 



14 | P a g e  
eworkplace-mn.com 

  

Attachment G  
Example of Telework Pilot Description and Scope 

 
Telework Definition 
Telework, the practice of working from home, from a satellite office, or other location, is a work alternative 
that [INSERT COMPANY NAME] is offering to employees that would benefit the organization, the 
employee, and the community. Sporadic working hours, including working as needed or working on 
weekends to complete a project, do not fall under the guidelines designed for this telework program. 
 
Telework Program Objective and Scope  
We will soon be launching a telework program that will offer these work arrangements to __ employees 
who represent a wide range of our business units. The program will enable us to develop effective 
policies and procedures to be able to expand this opportunity to a growing number of [INSERT 
COMPANY NAME] employees in the future, as well as our satellite and international offices. Telework 
reinforces our mission on building a strong, people-centered corporate culture that integrates our 
company’s business strategy with our people strategy. 
 
[INSERT COMPANY NAME] has received telework resources from the eWorkPlace project sponsored by 
Mn/DOT, in order to meet our company and employee needs and reduce traffic congestion in the Twin 
Cities. Our goal is to involve ___employees to participate on a voluntary basis by both the manager and 
employee. Employees, who currently have a telework arrangement already in place with their manager, 
may continue this work option and are exempt from participation in this program.   
 
The program is designed to allow a new group of employees the opportunities to participate in telework. A 
wide variety of jobs will be considered in order to ensure broad participation from as many departments 
as possible. Therefore, departments may be limited as to the number of participants in the program. This 
project has specific reporting, training, and evaluation requirements in order to assess the business, 
transportation, and employee impacts.  Employees may apply within the time period between ___ and 
___ using the [INSERT COMPANY NAME] Telework Application. Approval must be obtained from the 
manager before the application is submitted to the Telework Steering Committee.  
 
Program goals are: 
 
A.    Be considered an Employer of Choice and leader in flexible work for [INSERT COMPANY 
NAME] employees. Provide opportunities for increased lifestyle adaptability to meet both work and life 
needs; reduce overall employee absenteeism and stress; and attract and retain top quality workers. 
 
B.    Expand the ability of [INSERT COMPANY NAME] to meet business needs and provide 
enhanced employee performance and customer satisfaction. The benefits of telework typically 
demonstrate increased employee productivity, and increased employee recruitment and retention. The 
nature of telework facilitates results-oriented employee performance and enhanced quality of work, rather 
than focusing only on quantity. This promotes the re-engineering of business processes and 
empowerment of employee creativity and performance as well. 
   
C.  Take a leadership role in using telework to improve the quality of the family, community, and 
environment. While decreasing commuter miles, congestion, road rage, and fuel consumption, we also 
increase employees’ presence in the communities in which they live. Employees are better able to meet 
the needs of their families and are more available to engage in community activities. 
 
D.  Maximize the effective use of [INSERT COMPANY NAME] corporate space and technology 
resources. The benefits of telework lead to more efficient ways to integrate the use of space with 
technology. Companies find that less space is required and there are increased efforts to better equip 
employees with the technology to be more accessible and available to internal and external customers. 
Telework establishes the rethinking of how work is best accomplished.  
 
Why Should You Be Interested? 
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We are enthusiastically encouraging management staff to become involved in this project and to 
participate. It is a wonderful opportunity to demonstrate this strategy, and receive training and tips on 
telework management practices – skills that supervisors will need for our present and future workforce. It 
is also an excellent strategy to increase employee retention and enhance productivity.  
 
How Do I Become Involved? 
In the enclosed attachment, please find information that will inform you on the upcoming program and 
how to participate. The following topics are summarized: 

• Telework trends and facts 
• Participation guidelines; program parameters and job characteristics; [INSERT COMPANY 

NAME] selection criteria; technology parameters; selection process; program timelines and 
briefing sessions; contact persons 

I. Trends and Facts 
Telework is growing at a brisk pace according to the most recent research by the 2008 WorldatWork 
study with more than 17 million teleworkers reported. This number will grow to 25 million in the next five 
years. Teleworkers report average productivity increases from 3% to over 30%, Company supervisors 
report that the increased productivity is due to the lack of interruptions and increased employee ability to 
concentrate.   
 
[INSERT COMPANY NAME] recognizes that telework or the practice of working at an alternative work 
location is becoming a major trend in recruiting and retaining valuable employee talent, and in using office 
space effectively. We envision a business environment that will not necessarily confine [INSERT 
COMPANY NAME] employees or its customers to a specific physical location. Telework is recognized as 
a necessary component of the evolving structure of work, and a means to reach and exceed our business 
goals.  
 
Telework is a management tool that provides flexibility in meeting both customer and employee needs 
and business goals. In order to achieve the most effective telework arrangements, [INSERT COMPANY 
NAME] has established a policy to ensure consistency for common management concerns, yet provides 
flexibility to address specific employee needs whenever possible. Specific issues such as employee 
safety, liability, employment-law, security/confidentiality, and employee property will be addressed in the 
[INSERT COMPANY NAME] Telework Agreement. 
 
What Telework Is: 
 

• Telework is a voluntary arrangement. Either the employee or the employee’s manager may 
terminate the arrangement at any time. If an arrangement is ended, the manager can choose to 
select another employee to participate in the program.  

• Telework can be made available when a mutually beneficial situation exists for the 
employee and business unit. In determining if a telework arrangement is appropriate, both the 
employee and manager must take into account the needs of the customer, the job tasks, work 
group, and employee performance. Telecommuting arrangements are implemented at the 
discretion of management and must meet a business need. Managers may opt to limit the 
number of employees who telework due to business need. It is not guaranteed for a specific 
period of time. 

• Telework is a strategy that can provide flexibility in managing work and life issues.  
Employees are ultimately responsible for performance accountability and accessibility to 
coworkers and managers. Employees are encouraged to have core hours in which they are 
accessible and available to internal and external customers. 

• Telework should be transparent to the customer. That is, the customer should detect no 
difference in the quality of service rendered from the primary or remote office. 

 
What Telework Is Not: 
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• Telework may not be a viable work arrangement for all positions or employees. The 
selection of employees will not be based on an employee’s age, disability, color, marital status, 
national origin, race, religion or religious affiliates, sexual orientation or veteran status.  

• Telework is not a substitute arrangement for dependent care (child or elder).  
Telecommuting is not an alternative to accommodate time for personal or other business 
endeavors.  

• Telework is not considered a contract or a promise of employment. It does not provide a 
guarantee for continued employment.  It is not an employee entitlement.  

• Telework does not change the fundamental conditions and terms of employment. The 
same standards that apply to work performed at the corporate location apply to work performed at 
the telework location. The employee’s compensation, benefits coverage and eligibility, work 
status, and work responsibilities will not change due to participation in the telework arrangement.  

 
II.  Participation Guidelines  
 
Telework Program Parameters 

• Maximum of ___ employees. 
• Occurs at least one day per week on a regular basis for three months. 
• Voluntary participation by both employee and manager. 
• Participation from all departments is encouraged. 
• Wide variety of job tasks will be included. 
• Target date for telecommuters to start is____. 

 
1. Selecting the Teleworker 
 
Teleworking is not a fit for every job, every employee or situation. When considering employees who have 
requested the opportunity to telecommute, the manager should use the information below to determine if 
the employee is a fit for this arrangement.  

Successful Telecommuter Traits 
Employees who would be considered successful candidates to telecommute generally have a number 
of work-related characteristics in common. These are: 

 
• Demonstrated proven performer in current position. 
• Self-motivated and responsible. 
• Results oriented. 
• Independent and possess decision making capabilities. 
• Familiar and comfortable with their job requirements. 
• Knowledgeable about the organization’s procedures. 
• Able to establish priorities and manage their own time. 
• Effective communicators with team and supervisor. 
• Adaptable in meeting business demands. 
• Committed to making telecommuting successful. 

Successful Manager Traits 
The characteristics of the manager are important to the success of the arrangement. 
Managers should meet the following criteria: 
 

• Have an open and positive attitude toward telecommuting.  
• Take the necessary steps to ensure its success. 
• Establish clear and measurable performance objectives.  
• Communicate well with potential telecommuter and team. 
• Provides a system for timely and constructive feedback. 
• Applies a flexible management approach. 
• Utilizes employee input in generating solutions. 
• Trusts the employee to perform duties when away from supervisor’s direct contact. 
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2.  Telecommuting Job Characteristics 

 
A variety of jobs can be adapted to telecommuting. By carefully assessing work requirements, many face-
to-face meetings can be scheduled ahead, and tasks requiring concentration can be more effectively 
done remotely. Traditional forms of communication may be replaced with testing, blackberry, email, and 
conferencing. Work teams can also work remotely and maximize face-to-face time they spend together. 
Some of the characteristics needed for telecommuting jobs are: limited face-to-face contact with 
supervisor and coworkers; a large amount of phone or project work required; a need for quiet or 
interrupted time; a large amount of repetitive data entry or word processing; clarity of work and 
performance objectives (i.e., # of documents produced, fulfillment of project deadlines); and autonomy of 
employee job duties. 

 
If a job consists primarily of mandatory, routine face-to-face contact with customers at a defined location, 
the job may have little or no potential for telecommuting.  Examples are receptionist, driver or 
maintenance. Some employees may be assigned to projects that require their face-to-face presence with 
the customer or team, if even on a temporary basis. Depending upon the business need, telecommuting 
may not be a viable option at all times and the telecommuter may be required to spend more time at the 
corporate office if needed. 

3.  [INSERT COMPANY NAME] Selection Criteria 

Employee requests will be given fair and proper consideration by the [INSERT COMPANY NAME] 
Telework Steering Team. Selection to participate does not guarantee an employee’s participation for any 
specific period of time. The manager should utilize criteria below to determine if the employee is a 
suitable fit. Teleworker selection criteria are based on, but may not be limited to, the following employee 
requirements: 

• Have met or exceeded performance requirements. 
• Must have had regular full or part-time [INSERT COMPANY NAME] employee status for one 

year. 
• Possess understanding of the operations of the organization. 
• Agree to participate in office sharing in the future. 
• Must be able to establish priorities and have time management skills. 
• Must be proficient with the technology related to job requirements. 
• Must be able to work independently. 
• Agree to participate in all program activities (training, evaluation and focus groups). 
• Able to designate performance deliverables and job tasks compatible with remote work. 
• Ability to provide telecommunications equipment as needed (second phone line, voice mail, 

etc.). 
• Must be able to maintain optimum levels of service to customers. 

 
Employees who may not be currently eligible for participation may fall under the following: 

• New employees who need to be in the office to learn the requirements of the organization or 
have not been with the organization for 90 days, unless business conditions or customer 
requirements warrant otherwise. 

• Employees who require on-the-job training. 
• Employees who need close supervision. 
• Employees who have not met performance standards. 

 
If an employee has deficiencies in performance, lack of trust, or dependency on direct supervision, it is 
prudent to wait until these problems are resolved before selecting the employee to telecommute.  The 
supervisor should explain the reasons for denying telework, the necessary steps to improve the 
employee’s performance, and the time frame for reevaluation.  If the eligibility criteria are met, then the 
employee can be considered for telecommuting, but not automatically be allowed to telecommute.  This 
gives the employee the responsibility for showing that s/he is a competent candidate, rather than 
requiring the supervisor to prove that the employee isn’t suitable. 
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4. Participation Procedures  
 

1. Those employees interested in participating in teleworking should discuss the possibility with their 
managers in order to identify the potential benefits and costs of setting up an alternative work 
arrangement. The employee may use the Telework Discussion Application to demonstrate 
why telecommuting will mutually benefit the company and solve an identifiable and valid business 
challenge.  

 
2. After this discussion takes place, the manager should endorse, adapt, or recommend against, the 

arrangement and inform the employee and eWorkPlace representative of their supporting 
rationale. 

 
3. The manager should electronically submit the discussion application and decision to Human 

Resources. The manager should maintain the telecommuter application in the employee file, 
whether the arrangement is approved or not. 

 
4. The manager and supervisor should then both sign and retain copies of the Telecommuting 

Agreement. Submit the signed agreement to the employee’s Human Resource file and to the 
eWorkPlace representative. 



19 | P a g e  
eworkplace-mn.com 

  

Attachment H  
Sample Employee and Manager Briefing Sessions (1.0 hours) 
 
Sample #1 

 
� Rationale for program 
� Scope and timelines for project 
� Selection procedures application, approval levels 
� Brief summary of telework guidelines 
� Evaluation responsibilities 
� Teleworker or manager issues 
� Technology parameters and support 
� Q&A 
 
Sample #2 
 
Overview (10 min) 
 
Telework Definition & Scope of Program (5 min) 

• (Include in materials a sheet on trends of telework) 
• Program goals and benefits to employee and company 
• Types of telework 

 
Summary of Phases (15 min) 

• Eligibility 
• Selection criteria, application and process 
• Participant requirements (training, evaluation, agreement, focus groups) 
• Recruitment period and deadlines 

 
Policy Agreement Considerations (15-20 min) 

• Work and payroll status 
• Personal and work/life 
• Confidentiality and restricted access 
• Safety and remote office guidelines 
• Work schedule 
• Employer property 

 
Management or Teleworker Factors (10 min) Note: May be tailored for managers or teleworkers (20 min) 

• Selection and screening 
• Manager and employee training 
• Coworker relations 
• Communications and teambuilding 
• Performance evaluation/expectations 
• Effective telework office 

 
Is Telework a Fit for Me? (10 min) Note: Customize content for teleworkers and managers.  

• There’s more communication about communication. 
• It’s not about the manager losing control, as telework will help managers see deficits more clearly 
• Programs become the way of doing business 

 
Technology Provisions and Support (15 min) 
 
Question and Answer 
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Attachment I  
Sample Telework Pilot Schedule 
 

DATE TASK 
� Program description, rationale, goals, scope, tech decisions established 

� Executive approval/communication draft completed 

� Benefits and costs established     

� Manager/employee interest surveys drafted 
 …………………….. 
� Telework selection criteria and process established 

� Draft telework policy completed 

� Manager/employee communications and interest surveys sent 

� Executive memo sent to employee base 

� Major technology provision decisions set 

� Communications to employee and managers launched  
 …………………….. 
� Manager or employee briefing session communications sent 

� Web site info and discussion application up 

� Interest survey response compiled 

� Recruitment deadlines: (May involve calling campaign) 

� Technology infrastructure guidelines determined. 
 …………………….. 
� Assess levels of response and needed actions to reach employee or manager 

recruitment goals 

� Telework policy completed 

� Equipment guidelines completed 

� Manager and employee briefing sessions conducted 

� Program evaluation tools established 
 …………………….. 
� Review selection process and feedback from employee base 

� Telework training content draft established 

� Refine or adapt any changes to telework policy and other documents 

� Provide additional information as needed to managers/teleworkers and the 
eWorkPlace program 

 …………………….. 
� Employee Application Deadline 

 …………………….. 
� Manager and teleworker training conducted 

� Teleworker agreements signed and sent to HR 
 …………………….. 
� Teleworkers go off site 

 …………………….. 
� Teleworker and manager focus groups conducted  

� Evaluations conducted                



 
13 Sample Employer Letters of Commitment 

  



 

 

 

 
 

Employer Letter of Commitment for eWorkPlace 
 
 
 
 
 
 
 
Date:  February 9, 2010 
  
To:  Metro Transit and Minnesota Department of Transportation  
 
Re:  eWorkPlace Employer Telecommuting Letter of Commitment 
 
Intermediate District 287 is committed to engaging in the Urban Partnership Agreement - 
eWorkPlace Telecommuting project in order to increase telecommuting and flexible work 
options for employees.  The District understands the project guidelines and will proceed to 
effectively recruit and enroll at least 25 teleworkers over the next 2 months.  
 
The District and its teleworkers will assist in the documentation and reporting process for 
telecommuting employees and the benefits received by the District, its member districts, and our 
employees.  It is understood this letter is not a legally binding contract with the state or 
Minnesota Department of Transportation. 
 
We anticipate that telecommuting will enable District 287 to increase productivity and employee 
efficiency, reduce employee commute time and distance, and provide more cost-effective 
services to member districts. We look forward to working with you to ensure the reduction of 
community traffic and congestion and to offer employees opportunities for more flexibility in their 
jobs. 
 
Sincerely, 
 
 
s/Anne C. Becker 
 
 
Anne C. Becker  
Director of Human Resources 
Intermediate District 287 
 
 
 
 
 
 



 

 

 

 
 

Employer Letter of Commitment for eWorkPlace 
 
 
 
 
 
 
 
Date:  September 16, 2009 
  
To:  Metro Transit and Minnesota Department of Transportation  
 
Re:  eWorkPlace Employer Telecommuting Letter of Commitment 
 
Ecolab will provide our commitment to engage in the Urban Partnership Agreement - 
eWorkPlace Telecommuting project in order to increase telecommuting and flexible work 
options for employees. We understand the project guidelines and will proceed to effectively 
recruit and enroll 5-10 teleworkers over the next year.  
 
We will assist in the documentation and reporting process for telecommuting employees and the 
benefits received by both our organization and our employees. It is understood this letter is not 
a legally binding contract with the state or Minnesota Department of Transportation. 
 
This project will enable Ecolab’s IT Service Desk to increase associate productivity, resource 
versatility, reduce employee commute time and distance, and to reduce the need for additional 
office space and parking expansion. We look forward to working with you to ensure the 
reduction of community traffic and congestion and to offer employees opportunities for more 
flexibility in their jobs 
 
Sincerely, 
 
 
 
 
 
MICAH VONO  
IT Communications, Knowledge Management & Telecommuting 
Global Production Operations 
 
 
 
 
 



       
 
 
 

Minneapolis 
    City of Lakes August 25, 2009 

 
 
 
To: Metro Transit and Minnesota Department of Transportation 
 
Re: eWorkPlace Employer Telecommuting Letter of Commitment 
 
 
The City of Minneapolis – Minneapolis 311 Department provides our 
commitment to engage in the Urban Partnership Agreement – 
eWorkPlace Telecommuting project in order to increase telecommuting 
and flexible work options for our employees. We understand the project 
guidelines and will proceed to effectively increase the number of 
teleworkers over the next year. 
 
We will assist in the documentation and reporting process for 
telecommuting employees and the benefits received by both our 
organization and our employees. It is understood this letter in not a 
legally binding contract with the state of Minnesota Department of 
Transportation. 
 
This project will enable Minneapolis 311 to improve our business results, 
reduce employee commute time and distance, improve employee 
satisfaction and provide additional options for Minneapolis 311 
Continuing Operations and Disaster Preparedness planning. We look 
forward to working with you to ensure the reduction of community traffic 
and congestion and to offer our employees the opportunities for more 
flexibility in their jobs. If you have any questions please feel free to 
contact me. 
 
Best regards, 
 
Don R. Stickney 
 
Don R. Stickney 
Director - Minneapolis 311 
Office 612.673.3117 
Don.stickney@ci.minneapolis.mn.us  
 
 

 

         
  
  
Don Stickney 
Director - 311 
3000 Minnehaha Ave. S. 
3rd Floor, 3rd PCT 
Minneapolis, MN  55406 
 
Office (612) 673-3117 
Fax (612) 673-5970 
TTY (612) 673-2157 
 
 
 
 
  
 
 

www.ci.minneapolis.mn.us 
Affirmative Action Employer 

mailto:Don.stickney@ci.minneapolis.mn.us
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Commute Tool 

www.eWorkPlace-CommuteTool.com     
 

What?  Commute Tool is a free and secure online tool, provided by eWorkPlace, which 
helps commuters in the Twin Cities evaluate their reduction of vehicle miles 
travelled and vehicle emissions, as well as time and money saved by teleworking. 
Its purpose is to help evaluate the success of eWorkPlace and to survey 
participants to gauge who is using the program. Commute Tool will also provide 
employers with useful information such as money saved on commuting costs and 
how well their employees like teleworking. The data collected will be used by the 
eWorkPlace program in collaboration with the University of Minnesota 

 
How?   Commute Tool will allow eWorkPlace and ROWE participants to evaluate their 

commuting schedule through an online service. Participants will simply need to 
create a personal profile detailing their commuting schedule and vehicle information. 
Participants will then enter their commuting schedule on a weekly basis. A work 
email address will be required to validate an employer/employee’s information and 
to ensure that employers/employees receive credit for their participation in the 
eWorkPlace program.  
 

Why?  Telework is the only work arrangement that is known to not only reduce highway 
congestion, but provides other ongoing benefits for employers, employees and the 
community. As such, Commute Tool will benefit participants by allowing them to 
evaluate how much time and money they have saved by teleworking. In addition, 
participants will evaluate the telework experience via three online surveys. 
 

When?  Commute Tool will be available to any participant involved with eWorkPlace, ROWE 
or another Twin Cities telework program. Participants can create a profile and will 
be able to evaluate their commuting schedule for the duration of their company’s 
involvement with eWorkPlace. 

 
 

The Benefits  

 For Employers  
 

 Access to Aggregate Data  
• Employers will have access to aggregate level data including useful information to 

make informed decisions about telework within their company. 
 

 Company Time and Money Saved 
• Employers will be able to see on an aggregate level the amount of time and money 

saved by employees who telework. 
 

 Carbon Footprint Reduced 
• Employers can access environmental information including the total amount of 

emissions reduced through telework, helping them achieve a smaller carbon 
footprint. 

 



 

 

  For Employees  
 

 Assess Commute Behavior 
• Participants will be able to evaluate the amount of time and money they have saved 

through their individualized telework schedule. Participants will also be able to view 
the amount of emissions they have reduced through telework and total calories 
burned for those that walk or bike to work. 

    
 Quick and Easy Access 

• Participants can quickly and easily create a user profile and begin evaluating their 
commuting schedule in less than 10 minutes. Participants will also be able to enter 
information from any place in which they have access to internet, thus making it 
easier to evaluate and view their commuting statistics. 

 
 Evaluate eWorkPlace Program 

• Participants will, via an online survey, submit answers to questions that will help the 
eWorkPlace initiative to better serve employees and employers.   

 

  
Quick Facts  

• Commute Tool is Free, Fast and Secure. 

• Users will need to login to their profile once a week to update their 
commute/telework schedule. 

• Users will need to fill out three surveys and three trip logs, via online, at one week 
after enrollment, three months after enrollment and nine months after enrollment. 

• Data collection will be in accordance with the Minnesota Data Practices Act and will 
only be used for eWorkPlace; data will not be sold or distributed to third party 
vendors.  

• A valid work email address is required to validate employee information for their 
respective company 

 

The future is here. Through a Mn/DOT and University of Minnesota collaboration, 
employers can enjoy many free services from telework experts for a limited time. To qualify, 
they must define their expected level of commitment and report their results.  
 
e-WorkPlace is an innovative model that will change and enhance how Minnesota 
companies conduct business, and help to educate the nation about the value of telework. 
 
Contact.  For more information, visit www.eWorkPlace-mn.com or contact Adeel Lari, 
Program Director, University of Minnesota Humphrey Institute. Email larix001@umn.edu or 
call 612.624.7746. 
 
 
 
 



 

 

Screen Capture   
 
 

 
 



 
15 Commute Tool Survey 

  



 
 

Commute Tool Process 
1. TMO/ROWE informs employer about Commute Tool during the recruitment process 

a. TMO/ROWE will need to include Commute Tool as part of the agreement 
2. TMO/ROWE ensures employer understands Commute Tool will track the participants 

a. Commute Tool is used to hold employer accountable to their goal of participants 
3. TMO/ROWE gets a list of employee emails and/or names that will participate in program 

a. Emails MUST be a COMPANY address; however if no company email is available 
a personal email will supplement a work email 

b. Employer liaison sends email with instructions on how to use Commute Tool 
c. SRF will develop a set of instructions for Commute Tool that will be given to 

TMO/ROWE 
4. Employees go to site and sign up to use Commute Tool 

a. MUST use their COMPANY email – This is the only way TMO/ROWE can track to 
see if employees are in fact participating 

b. Employee fills out demographic data  
c. Employee fills out first survey 1 week after initial registration with Commute Tool 

i. Second survey will be automatically delivered at 3 month mark 
ii. Third survey will be automatically delivered at 9 month mark 

d. Employee fills out commuting schedule for one typical week prior to starting 
telework as well as for their first week of telework 

i. A weekly reminder will be automatically emailed to each participant for a 
total of 40 weeks instructing people to fill out commuting schedule per 
week 

5. TMO/ROWE is given access to site to check on employee participation for their 
respective employers 

6. Employer can be granted access to only their employees   
a. Can see data on aggregate level, not individual level 

7. SRF will check monthly to count the number of participants using Commute Tool 
8. When needed, SRF will field technical questions  

a. i.e. Calendar function does not allow participant to enter commute information 
9. Data will be available online for Humphrey Institute to download 

a. SRF will be responsible for data collection 
b. Humphrey Institute will be responsible for analysis and findings 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 
 

Participant Survey

This survey is intended for participants of eWorkPlace, ROWE and other telework initiatives in the Twin Cities Metropolitan 
Area. 
 
 
Q1. Please indicate how you commuted to work last week. 

Please indicate your primary mode only. Check one radio button for each day. 

Commuting Mode Mon Tue Wed Thu Fri Sat Sun

Driver of a car, 
van or 
motorcycle

Drove alone

Drove a carpool 
A carpool has 2 to 6 people

Drove a vanpool 
A vanpool has 7 or more people

Drove a motorcycle/moped

Passenger in a 
car, van or 
motorcycle

Passenger in a taxi

Passenger a carpool 
A carpool has 2 to 6 people

Passenger a vanpool 
A vanpool has 7 or more people

Passenger on a motorcycle/moped

Public Transit Public transit or shuttle

Active 
transportation

Bicycle

Walking, jogging, in-line skating

Telework Or other work from home, offsite, etc.

Day Off For compressed work schedule, regular day off (e.g. 
weekend)

Out of office

For business reasons: Reported to another worksite, out-
of-town business travel, local meetings, etc.
For personal or schedule reasons: Sick leave, vacation, 
day off for part-time employees

 
Q2. For the days that you "Drive a car, van or motorcycle", what type of vehicle do you drive for the majority of your trips? 

Passenger Car/Wagon SUV/Crossover

Minivan Motorcycle/Scooter

Truck
 
Q3. If you drive a vehicle, participate in a carpool or ride the bus during your commute, do you travel on I-394 or I-35W? 

Yes 

No 
 
Q4. If yes, do you use the MnPASS Lane? 

Yes 

No 
 
Q5. To do your job best, how many days per week would you work from a location other than your company's office? 

Never 4 days

Occasionally—partial days/evenings only 5 days

1 day 6 days

2 days 7 days
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3 days
 
Q6. On average, what percentage of your work time do you spend at: 

(Total must equal 100%) 

At home or other location (i.e. coffee shop) 10 %

At a primary company office 85 %

Business travel or at another company/client/customer site 5 %

Total 100%
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Commute Tool Participant Survey 2 - 90 Day Update
 

 
Q7. Assuming access to the appropriate tools, if I could choose my ideal work location, I would: 

Work at home or location other than company’s office 

Work at a company office 

Work utilizing both home and office environment as/when appropriate 
 
Q8. What would you consider to be the greatest potential benefits of participating in the eWorkPlace/ROWE initiative? 

(Select up to three responses.) 

Cost savings 

Less time spent commuting 

Convenience, comfort or enjoyment 

Health or disability reasons 

Avoiding bad weather 

Good for the environment 

Better balance between work and home 

Spending more time with family 

Increased productivity 

Increased job satisfaction 

To catch up on work 

Fewer interruptions 

Lower stress levels 

Less wear and tear on personal vehicle 

Don't have to drive/don't like to drive 

Other (specify)    
 
Q9. When I telework/participate in ROWE, I feel that my productivity: 

Decreases 

Does not change 

Increases 
 
Q10. When I telework/participate in ROWE, I feel that my available work hours: 

Decreases 

Does not change 

Increases 
 
Q11. In this section, we ask questions to help us understand your opinions towards eWorkPlace / ROWE / other telework program. 

There are no "right" or "wrong" answers. 
Please answer each question to the best of your ability as some questions may not apply to your specific situation. 

Strongly 
disagree Disagree Neutral Agree Strongly 

Agree
1) Most of my friends and acquaintances think eWorkPlace / ROWE / other 
telework program is a good idea

2) I prefer the professional interaction at a conventional workplace

3) I believe my supervisor is supportive of employees who participate in 
eWorkPlace / ROWE / other telework program
4) I believe that there is a risk that I would be viewed negatively by management 
if I participate in eWorkPlace / ROWE / other telework program
5) My colleagues think that it is a good idea to participate in eWorkPlace / 
ROWE / other telework program
6) It is likely that I will participate in eWorkPlace / ROWE / other telework 
program in the coming year
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7) It is hard to manage my personal life when working at home

8) eWorkPlace / ROWE / other telework program saves gasoline costs

9) Distractions from household members are a concern if I work from home

10) I need to be seen at work if I am to advance in my career

11) It is hard to maintain my work productivity when working at home

12) I could do at least part of my job in a location other than my office

13) My commute trip is a useful transition between home and work

14) I believe eWorkPlace / ROWE / other telework program will save time for my 
family/myself

15) My commute trip allows me to do errands on the way to/from work

16) Working at home may increase family conflicts

17) Besides my office, I have at least one place to work that is clean and free of 
distractions
18) I believe a eWorkPlace / ROWE / other telework program initiative will allow 
me to get more work done
19) Members of my family think that I should participate in eWorkPlace / 
ROWE / other telework program
20) I believe eWorkPlace / ROWE / other telework program will reduce the 
stress of my commute

21) I am self-disciplined
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Commute Tool Participant Survey 2 - 90 Day Update
 

 
 
If you are an eWorkPlace participant or part of another telework initiative, please fill out your most recent TELEWORK day. 
If you are a ROWE participant, please fill out the most recent day you worked, but did NOT go into the office. 

 
 
Q12a. What was the date of your most recent TELEWORK day 

Date: 4/7/2011  
 
Q13a. Did you make any trips during the day, while working, on this day. 

Yes, I made one or more trips 

No, I did not leave home while teleworking 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 

For your most recent TELEWORK day

Trip 1

 
Q14a. What was the Start and End Location for this trip? 

1) Trip Start Location 0  

2) Trip End Location 0  
 
Q15a. Did you travel on I-394 and/or I-35W? 

Yes 

No 
 
Q16a. If yes, did you use the MnPASS Lane? 

Yes 

No 
 
Q17a. Trip end location type: 

House/apartment  
 
Q18a. When did your Trip Start and End: 

Please be as precise as possible (ie 8:13 am) 

1) Trip start time: 0  

2) Trip End Time: 0  
 
Q19a. Main purpose of trip: 

WORK  
 
Q20a. Method of travel: 

(Choose the primary mode for the trip) 

Drove alone  
 
Q21a. Was this your last trip 

Yes, this was my last trip 

No, this was NOT the last trip 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 

For your most recent TELEWORK day

Trip 2

 
Q14b. What was the Start and End Location for this trip? 

1) Trip Start Location 0  

2) Trip End Location 0  
 
Q15b. Did you travel on I-394 and/or I-35W? 

Yes 

No 
 
Q16b. If yes, did you use the MnPASS Lane? 

Yes 

No 
 
Q17b. Trip end location type: 

Office building  
 
Q18b. When did your Trip Start and End: 

Please be as precise as possible (ie 8:13 am) 

1) Trip start time: 0  

2) Trip End Time: 0  
 
Q19b. Main purpose of trip: 

Post-secondary school (college, university)  
 
Q20b. Method of travel: 

(Choose the primary mode for the trip) 

Drove alone  
 
Q21b. Was this your last trip 

Yes, this was my last trip 

No, this was NOT the last trip 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 

For your most recent TELEWORK day

Trip 3

 
Q14c. What was the Start and End Location for this trip? 

1) Trip Start Location 0  

2) Trip End Location 0  
 
Q15c. Did you travel on I-394 and/or I-35W? 

Yes 

No 
 
Q16c. If yes, did you use the MnPASS Lane? 

Yes 

No 
 
Q17c. Trip end location type: 

School/daycare  
 
Q18c. When did your Trip Start and End: 

Please be as precise as possible (ie 8:13 am) 

1) Trip start time: 0  

2) Trip End Time: 0  
 
Q19c. Main purpose of trip: 

Pick-up/drop-off a passenger  
 
Q20c. Method of travel: 

(Choose the primary mode for the trip) 

Drove alone  
 
Q21c. Was this your last trip 

Yes, this was my last trip 

No, this was NOT the last trip 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 
 
For all participants in a eWorkPlace / ROWE / other telework program, please answer questions for your most recent IN-
OFFICE work day. 

 
 
Q12b. What was the date of your most recent IN-OFFICE work day 

Date: 4/6/2011  
 
Q13b. Did you make any trips during the day, while working, on this day. 

Yes, I made one or more trips 

No, I did not leave the office 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 

For your most recent IN-OFFICE work day

Trip 1

 
Q22a. What was the Start and End Location for this trip? 

1) Trip Start Location 0  

2) Trip End Location 0  
 
Q23a. Did you travel on I-394 and/or I-35W? 

Yes 

No 
 
Q24a. If yes, did you use the MnPASS Lane? 

Yes 

No 
 
Q25a. Trip end location type: 

Office building  
 
Q26a. When did your Trip Start and End: 

Please be as precise as possible (ie 8:13 am) 

1) Trip start time: 0  

2) Trip End Time: 0  
 
Q27a. Main purpose of trip: 

WORK  
 
Q28a. Method of travel: 

(Choose the primary mode for the trip) 

Drove alone  
 
Q29a. Was this your last trip 

Yes, this was my last trip 

No, this was NOT the last trip 
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Commute Tool Participant Survey 2 - 90 Day Update
 

 

For your most recent IN-OFFICE work day

Trip 2

 
Q22b. What was the Start and End Location for this trip? 

1) Trip Start Location 0  

2) Trip End Location 0  
 
Q23b. Did you travel on I-394 and/or I-35W? 

Yes 

No 
 
Q24b. If yes, did you use the MnPASS Lane? 

Yes 

No 
 
Q25b. Trip end location type: 

Store/mall , theatre, restaurant  
 
Q26b. When did your Trip Start and End: 

Please be as precise as possible (ie 8:13 am) 

1) Trip start time: 0  

2) Trip End Time: 0  
 
Q27b. Main purpose of trip: 

Shopping  
 
Q28b. Method of travel: 

(Choose the primary mode for the trip) 

Drove alone  
 
Q29b. Was this your last trip 

Yes, this was my last trip 

No, this was NOT the last trip 
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eWorkPlace Home 

 
 

 
 

 
 
 

 
 
Thank you for completing the survey. 
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eWorkPlace Home

Demographic Information

The demographic information collected in this short survey will only be used in aggregate form. 

1 What is your gender?

Male Female

2 How old are you?

18-24 55-64

25-34 65-74

35-44 75+

45-54

3 How many people live in your household, including yourself?

1 4 7

2 5 8

3 6 9+

4 How many vehicles, including motorcycles, cars, light trucks and small vans, are available to
the members of your household, including yourself?

1 3 5

2 4 6+

5 What is your highest level of education?

Less than high school

High school diploma/GED

Some college education

2-year college degree (AA, AS)

4-year college degree (BA, BS)

Masters degree (MD, JD)

Doctoral degree

6 Please indicate your annual household income level?

Under $30,000 per year

$30,001 to $50,000 per year

$50,001 to $70,000 per year

$70,001 to $90,000 per year

$90,001 to $110,000 per year

$110,001 to $130,000 per year

$130,001 to $150,000 per year

Over $150,000 per year

7 What is your current marital status?

Single/never been married Divorced

Married Widowed

Log Out

Cost Calculator

Info

FAQ

Contact Us
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Separated

8 Please indicate what initiative you are participating in:

eWorkPlace

ROWE

Not affiliated with either program
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eWorkPlace Home

Terms & Conditions > Login Details > My Profile > My Commuting Schedule > My Addresses

Create My Addresses

Please enter your Home and Work address information.

Your address information will be used to calculate your commuting distance
and associated emissions and cost savings due to teleworking.

User jhow3@hotmail.com

Home or Origin Address

Address 1  

Address 2  

City  

State MN  

ZIP Code  

OR

Pick my Home by Clicking on a Map

Employer

Employer

Employer Address

Address 1  

Address 2  

City  

State MN  

ZIP Code  

OR

Pick my Destination by Clicking on a Map

      

Terms & Conditions | Privacy Statement 

Copyright © 2009  A RideShark Solution   All rights reserved. International Patents Pending.      
Version 1.8.1.7.5

Log Out

Cost Calculator

Info

FAQ

Contact Us

Save My Addresses

javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ShowHideMenuLinkButton", "", true, "", "", false, true))
http://eworkplace-mn.com/
javascript:__doPostBack('ctl00$ContentPlaceHolder1$HomeShowClickableMapButton','')
javascript:__doPostBack('ctl00$ContentPlaceHolder1$DestShowClickableMapButton','')
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=TAndCofUse&FileType=html
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=PrivacyStatement&FileType=html
http://www.rideshark.com/
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))


eWorkplace-CommuteTool.com

http://www.eworkplace-commutetool.com/Public/UserAddresses.aspx[9/18/2009 12:43:19 PM]

    Font Size  Normal  

<--Menu

eWorkPlace Home

Terms & Conditions > Login Details > My Profile > My Commuting Schedule > My Addresses

Create My Addresses

Please enter your Home and Work address information.

Your address information will be used to calculate your commuting distance
and associated emissions and cost savings due to teleworking.

Display As: Google Map

User jhow3@hotmail.com

Home or Origin Address

Address 1  

Address 2  

City  

State MN  

ZIP Code  

OR

Pick my Home by Clicking on a Map

Employer

Employer

Employer Address

Address 1  

Address 2  

City  

State MN  

ZIP Code  

Log Out

My Commute Profile

Cost Calculator

Info

FAQ

Contact Us

Terms of Use

javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ShowHideMenuLinkButton", "", true, "", "", false, true))
http://eworkplace-mn.com/
javascript:__doPostBack('ctl00$ContentPlaceHolder1$HomeShowClickableMapButton','')
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
http://maps.google.com/maps?ll=44.927014,-93.316035&spn=0.012154,0.030041&z=14&key=ABQIAAAAkt-Y5dm434B5dfgTNSXbABRHZiZwhUykYccVUA1ebTq4DTgFUxQR2IwKvo9moL5tIWBQ0CC4bmelRQ&oi=map_misc&ct=api_logo
http://www.google.com/intl/en_us/help/terms_maps.html


eWorkplace-CommuteTool.com

http://www.eworkplace-commutetool.com/Public/UserAddresses.aspx[9/18/2009 12:43:19 PM]

OR

Pick my Destination by Clicking on a Map

      

Terms & Conditions | Privacy Statement 

Copyright © 2009  A RideShark Solution   All rights reserved. International Patents Pending.      
Version 1.8.1.7.5

Terms of Use

Save My Addresses

javascript:__doPostBack('ctl00$ContentPlaceHolder1$DestShowClickableMapButton','')
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=TAndCofUse&FileType=html
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=PrivacyStatement&FileType=html
http://www.rideshark.com/
http://maps.google.com/maps?ll=44.98057,-93.463869&spn=0.012142,0.030041&z=14&key=ABQIAAAAkt-Y5dm434B5dfgTNSXbABRHZiZwhUykYccVUA1ebTq4DTgFUxQR2IwKvo9moL5tIWBQ0CC4bmelRQ&oi=map_misc&ct=api_logo
http://www.google.com/intl/en_us/help/terms_maps.html
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))


eWorkplace-CommuteTool.com

http://www.eworkplace-commutetool.com/Public/TravelSchedule.aspx[9/18/2009 12:39:51 PM]

    Font Size  Normal  

<--Menu

eWorkPlace Home

Terms & Conditions > Login Details > My Profile > My Commuting Schedule > My Addresses

Create My Commuting Schedule

Please enter your daily work schedule assuming that you were not teleworking 

i.e. If you were working at the office what would your work schedule be.

 Day Work Start Time Work Finish Time

Monday 8:00 AM 5:00 PM

Tuesday 8:00 AM 5:00 PM

Wednesday 8:00 AM 5:00 PM

Thursday 8:00 AM 5:00 PM

Friday 8:00 AM 5:00 PM

Saturday

Sunday

      

Terms & Conditions | Privacy Statement 

Copyright © 2009  A RideShark Solution   All rights reserved. International Patents Pending.      
Version 1.8.1.7.5

Log Out

Cost Calculator

Info

FAQ

Contact Us

Save My Commuting Schedule

javascript:__doPostBack('ctl00$ShowHideMenuLinkButton','')
http://eworkplace-mn.com/
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=TAndCofUse&FileType=html
http://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=PrivacyStatement&FileType=html
http://www.rideshark.com/
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:__doPostBack('ctl00$ContentPlaceHolder1$SaveThemeButton','ctl00$ContentPlaceHolder1$SaveThemeButton$m0')
javascript:__doPostBack('ctl00$ContentPlaceHolder1$SaveThemeButton','ctl00$ContentPlaceHolder1$SaveThemeButton$m0')


eWorkplace-CommuteTool.com

https://www.eworkplace-commutetool.com/Public/UserProfile.aspx[9/18/2009 12:37:08 PM]

    Font Size  Normal  

<--Menu

eWorkPlace Home

Terms & Conditions > Login Details > My Profile > My Commuting Schedule > My Addresses

Create My Profile

Please create your profile.

This information must be completed before you can proceed.

Security

Your UserID is: jhow3@hotmail.com

Contact Details  

First Name  

Last Name   

Phone   

Email jhow3@hotmail.com 

      

Terms & Conditions | Privacy Statement 

Copyright © 2009  A RideShark Solution   All rights reserved. International Patents Pending.      
Version 1.8.1.7.5

Log Out

Cost Calculator

Info

FAQ

Contact Us

Create My Profile

javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ShowHideMenuLinkButton", "", true, "", "", false, true))
http://eworkplace-mn.com/
https://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=TAndCofUse&FileType=html
https://www.eworkplace-commutetool.com/Public/PublicPage.aspx?ItemName=PrivacyStatement&FileType=html
http://www.rideshark.com/
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$PageHeader$LogOffThemeButton','ctl00$PageHeader$LogOffThemeButton$m0')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m2')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m3')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m4')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:__doPostBack('ctl00$SideBar1$ctl01$RadSideMenu1','ctl00$SideBar1$ctl01$RadSideMenu1$m5')
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))
javascript:WebForm_DoPostBackWithOptions(new WebForm_PostBackOptions("ctl00$ContentPlaceHolder1$SaveThemeButton", "ctl00$ContentPlaceHolder1$SaveThemeButton$m0", true, "", "", false, true))


 
16 Post Telework Trial – Employer Questionnaire 

  



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name:  Minnesota Department of Administration 
 

2. Nature of Business/Service Provided:    
a state government agency; it is the internal provider of many services for state agencies including, but 
not limited to:  maintaining 4.3 million square feet of state buildings, managing 450-plus state-building 
construction projects, managing 700-plus non-state-owned facility leases, and purchasing over $2.4 
billion in goods and services. The Department also drives green initiatives enterprise wide.  
 

3. Address of main office:  50 Sherburne, St. Paul, MN  55155 
 

4. Total number of employees: approximately 500 

 
Telework Trial Program Overview 

1. Start date of telework trial period:  August 2010 

2. End date of telework trial period:  December 2010 

3. Number of participating employees:  10 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?):   

eWorkPlace provided an opportunity for the development of a telecommuting policy and to begin a pilot 
program within the agency.  

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific):  

Yes.  It helped us create awareness with our managers and supervisors about the telecommuting option 
in the agency. 

2. Does your organization plan to continue/expanding its telework program?:  Yes. 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:   

Yes.  About half of our managers and supervisors were trained to manage telecommuting 
employees.  We will continue to train and add telemanagers and telecommuters as the need 
arises.  

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

No. 

• Is so, what were the findings?: 



 
4. Did your organization track any productivity measures throughout the course of the telework trial?   

No, but measures will be developed as telecommuting becomes more embedded in the agency culture. 

• If so, what was measured and what were the findings?   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:   

Our understanding from our managers and supervisors is that there was no deterioration in employee 
performance and the pilot went well.   

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

No. 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 

The agency spent the most time creating awareness of the telecommuting option and training managers 
and supervisors in choosing telecommuters and managing performance.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful?   

Yes, the staff was extremely knowledgeable, accessible and helpful and the commuter tracking program 
was very user friendly. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

Develop a strong policy and telecommuting agreement.  Provide training/coaching for managers and 
supervisors.   

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):    

The agency’s pilot program was very positive.    



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: Minnesota Department of Transportation 

2. Nature of Business/Service Provided: Mn/DOT provides multi-modal transportation systems by 
maintaining safety as a priority; Improving access and enhancing the movement of people and freight;  
building public trust with transparency and accountability; promoting collaboration, research and 
innovation; valuing diversity and cultural capital through inclusion and opportunity; and recognizing that 
employees are integral to Mn/DOT’s success and committing to their well-being, development and 
success.   

3. Address of main office: 395 John Ireland Blvd, St. Paul, MN 55155 

4. Total number of employees: 5,031 

 
Telework Trial Program Overview 

1. Start date of telework trial period: May 1, 2010 

2. End date of telework trial period: August 9, 2010 

3. Number of participating employees: 63 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): 

a. Take a leadership role in using telework to improve the quality of the environment, family, and 
community. While decreasing commuter miles, congestion, road rage, and fuel consumption, we 
also increase employee’s presence in the communities in which they live. Employees are better 
able to meet the needs of their families and are more available to engage in community activities. 
The specific goal outlined in the Urban Partnership Agreement is to reduce two peak period 
commutes per day. 

b. Promote Mn/DOT as an “Employer of Choice” and leader in flexible work for employees by 
providing opportunities for increased lifestyle adaptability to meet both work and life needs; 
reduce overall employee absenteeism and stress; attract and retain top quality workers. 

c. Expand Mn/DOT’s ability to meet business needs, demonstrate increased employee productivity, 
performance and customer satisfaction. Complement contingency planning (i.e. emergency 
preparedness, continuity of operations plan, leadership development and preparedness). 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): 

• Yes, below are some of the results we found  

• Estimated over 20,000 miles saved, 1,093 gallons of fuel saved, 875 gallons directly from 
telework, and $4,200 saved in commuter expenses (collectively) which includes an average fuel 
cost/gallon, average cost of maintenance and tires, and average cost of insurance, financing, and 
depreciation.  



 
• 92.1% participants felt that teleworking allowed them to more easily balance work and home life. 

• 9.5% of supervisors noticed a decrease in absenteeism with the participants and 65% of 
supervisors noted higher morale with teleworkers; 86.8% of participants noted higher morale. 

• 81.6% of participants are less likely to leave Mn/DOT due to the ability to telework, 89.5% of 
participants would recommend Mn/DOT as an employer because we allow teleworking and 
75.7% of participants noted that teleworking decreased the stress level. 

• 94.7% of participants felt they were more productive; 28.6% of supervisors saw a difference in the 
performance of the participant (2/3rds of the 28.6% of supervisors saw increased results).  

• 94.7% of participants noted seamless customer service between days in the office and telework 
days; supervisors indicate that customers raised no concerns with the teleworking arrangement. 

• 94.7% of participants felt they received enough guidance from his or her supervisor; 95.2% of 
supervisors felt they received enough communication from the teleworker.  

• 9.5% noted a positive impact to the teleworker’s coworkers/team; 9.5% noted a negative impact 
to the teleworker’s coworkers/team; and 81% noted no change to the teleworker’s 
coworkers/team (due to teleworking). The 81% of no change could be due to the high level of 
seamless customer service and communication reported. 

2. Does your organization plan to continue/expanding its telework program?: Yes 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: The program has been expanded to include any eligible 
employee. Plans to continue with this effort as well as other flexible work arrangements are being 
explored. 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

• Is so, what were the findings?: Yes, we conducted a survey of all participants and their direct 
supervisors. The above percentages (question 1) were results of that survey. 

4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings?  The team working on the eWorkPlace 
pilot only measured productivity via the survey we sent out. We found that 94.7% of participants 
felt they were more productive; 28.6% of supervisors saw a difference in the performance of the 
participant (2/3rds of the 28.6% of supervisors saw increased results).  

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  Generally teleworkers reported being more productive on telework days. 

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: This 
reportedly was largely due to having uninterrupted and more focused work time.  

 



 
6. Please describe any challenges your organization encountered while establishing or expanding telework. 

• Some struggles that were experienced included the presence of lingering negative perceptions of 
telework from others, technology glitches or limitations, and the loss of face to face time.  

• Comments around the negative perceptions ranged from co-workers believing that if you weren’t 
at your desk, you weren’t working to supervisors not being comfortable with the arrangement, 
feeling like they were “disturbing employees while they were at home” despite the teleworker 
being available. Generally, there were optimistic remarks that the perceptions were likely to 
change over time and with increase awareness/availability of these programs. 

• Technology glitches and limitation experiences consisted of not having seamless access to files 
between home and office, inability to print or fax from home, not having duel monitors at home, 
and general glitches or malfunctions. Supervisors also commented on trying to use more 
technology for remote meetings as opposed to scheduling meetings around a telework 
arrangement. 

• Lastly, some participants and their supervisors felt certain projects or groups required face to face 
interaction. Teleworking hindered the ability of these groups to achieve that. We believe that with 
further education for supervisors, teleworkers, and the teams they work with this will be less and 
less of a concern. 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? 

• Yes, the assistance of Smart Trip and  eWorkPlace saved us considerable time in developing our 
eWorkPlace Pilot. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

• We found that having leadership support was essential in bringing telework to Mn/DOT. Rolling 
out the program from the top down using webinars, articles, and other marketing tools was 
essential in gaining the attention of employees and the buy in from supervisors.  

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):  

Participants observed that telework allowed them more uninterrupted and focused work time, which 
enabled them to get more done in a work day. They also commented on the appreciation of missing the 
commute/drive time. This added to their family time, allowed for participants to get some extra sleep, 
spend more time getting straight to work rather than getting to the office, less stress with not having to 
worry about time or traffic.  

Supervisors echoed the participants’ feelings of uninterrupted work time. In addition, supervisors noticed 
and were pleased with the seamless customer service, the increased employee morale, and the ability of 
teleworkers to be available, flexible, and effectively communicating with co-workers, team mates and 
themselves (the supervisor). Several supervisors commented on the pilot not changing their already 
positive perception of teleworking, and a few whose perception changed positively due to the pilot. 



 
Supervisors pointed out that employees were appreciative of the opportunity to telework and showed an 
increase in morale due to the flexibility they now had. 



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: Lifetrack Resources 

2. Nature of Business/Service Provided:  

Lifetrack Resources is a nonprofit human services organization with a mission to work together to develop the strengths within 

children, families and adults facing the greatest life challenges so that all families and individuals are strong, healthy and productive 

members of the community. 

Lifetrack has served the Twin Cities community since 1948, helping people create a better life through our focus on Child & Family 

Healthy Development and Employment & Economic Opportunity. 

 

3. Address of main office: 709 University Ave. W., St. Paul, Mn 55104 

4. Total number of employees: 121 

 
Telework Trial Program Overview 

1. Start date of telework trial period: July 19, 2010 

2. End date of telework trial period: October 30, 2010 

3. Number of participating employees: 11            

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): The goal is 
to be an employer of choice by offering a flexible work environment, increase employee satisfaction and 
retention, increase the number of clients served and show a reduction in sick usage and mileage 
reimbursement. 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): The 
telework program did meet our goals in a short period of time. Without salary increases for two years staff 
have choosen to stay with us based on flexibility. We also found a reduction in the sick usage and 
mileage reimbursement during the trial period. In a two month period of time mileage dropped $125.25 
and the sick usage average dropped by an average of 25 hours.  

2. Does your organization plan to continue/expanding its telework program?: Yes 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: Yes. We have already rolled this out to all staff that are not 
required to work on site such as our pre-school teachers and receptionists.  

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

• Is so, what were the findings?: see number 1 above. More will be looked at in the coming months.  



 
4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings?  We will be doing this in the next 3 
months. 

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?: Participants feel it has increased their productivity but we haven’t 
completed any studies to confirm this.  

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 
Feedback from those involved- less stress due to no longer sitting in rush hour traffic. Program 
provides a feeling of legitimacy to a work style that fits needs better. Able to stay flexible with 
schedule. Easy use of our remote server. Uninterrupted work time is more productive and 
enjoyable.  

6. Please describe any challenges your organization encountered while establishing or expanding telework. 
One employee found being away from the office too much caused her to be booked with meetings when 
she was available so she cut her telework hours down.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? Yes. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? NA 

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):  The benefit is having a 
program with proper policies in place. We use to allow for staff to “work from home” as needed but now 
there is a process to go through to be approved to do so and more encouragement to work from home. 
We have gone two years with no salary increases so offering a program with flexibility was a motivation 
for staff to stay.       
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Organization Profile 

1. Organization name:  Augsburg Fortress Publishers  

2. Nature of Business/Service Provided:  religious publisher 

3. Address of main office:  100 S 5th Street, Minneapolis, MN 55440 

4. Total number of employees: 150 

 
Telework Trial Program Overview 

1. Start date of telework trial period:  April 2010 

2. End date of telework trial period:  on-going 

3. Number of participating employees:  6 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): 

Yes, the new home agent model for our Customer Care team has been quite successful.  We are able to 
hire experienced and qualified individuals at a lower salary because they are interested in part-time work 
to fit their current family lifestyle and eliminate the work commute most days.  We are able to staff with 
more flexibility and be more cost effective. 

2. Does your organization plan to continue/expanding its telework program?: 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:  We plan to continue the home agent program ---have already 
gone from two to six and will probably add a couple more.  A few other teams in the company are 
starting to use more telework, but not on a daily basis. 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

• Is so, what were the findings?: 

We have not conducted a formal evaluation, but anecdotal feedback has been very positive.  We 
have only had one position turn over, and that was because of a family change, the employee 
needed to move to a full-time position.  

4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings?   

Our phone agents are tracked on “available” time (talking or ready for a call).  Typically, our home 
agents are about 10 percentage points above our office agents.  We believe this is, in part, 



 
because they have fewer distractions, but also because they are newer employees who aren’t yet 
required to do as many extra and diverse tasks. 

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:   

Overall, the telework employees are more productive.  There is some slight offset for managers with our 
program as more part-time employees mean more manager time per FTE, and we also must always think 
in dual-mode with scheduling and training ---how we will train in the office, and how we will train the home 
agents. 

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

The home agents have expressed how happy they are to shave the commute time off their day.  
Some live several miles away and can still get 5 hours of productive work and be home both 
when their children leave for school, and return from school.  We’ve found the teleworkers to be 
very focused for the 4-6 hours they are working from home. 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 

We have experienced few problems.  We did a lot of homework, took a class at Employers’ Association 
with eWorkPlace presenters, received a consultation with eWorkPlace and networked with other call 
center experts.  We drew up a formal agreement, provided in-house training and team mentor.  The 
biggest challenge has been technology.  We have a few breakdowns that require a quick response from 
our IT department, and sometimes, we’re at the mercy of the home agent’s internet provider. 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? 

Yes, the education and consultation was very helpful.  We also used the reduced-fee parking passes for 
the teleworkers when they come into the office mid-day. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

Keep an open mind---the challenges may not be the ones you expect.  Prepare your staff with information 
about options available, guidelines, and what the goal of the program is.  Use what others have already 
learned as there is a growing knowledge base available on teleworking. 

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name:  Catholic Charities of Minneapolis and St. Paul 

2. Nature of Business/Service Provided:  Non Profit Social Service Agency 

3. Address of main office:  1200 Second Ave South, Minneapolis, Mn 

4. Total number of employees: 510 

 
Telework Trial Program Overview 

1. Start date of telework trial period:  June 1, 2010 

2. End date of telework trial period:  December 31, 2010 

3. Number of participating employees:   35 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?):   

To provide more employee flexibility 

Shortage of office space. 

Improve Client Service 

 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific):   

• Staff were able to work from differing locations including, client homes for an increase in overall 
service offerings 

• Employee flexibility allowed for use of shared office space 

2. Does your organization plan to continue/expanding its telework program?:  If so, will additional employees 
and/or departments be added to the program (please describe scale and schedule if known)?:   

• Not known at this time.  The 35 employees in the pilot continue to work in this manner and there 
are no plans to change this. 

3.  Has your organization conducted any type of internal results evaluation for your telework trial program?  
Is so, what were the findings?:   

• Not yet, but will do so early in 2011 
 

4. Did your organization track any productivity measures throughout the course of the telework trial?  If so, 
what was measured and what were the findings?   

• The number of client services was tracked, but data not yet available. 



 
5. Generally speaking, how has teleworking impacted overall productivity of participants 

(increased/same/decreased)?:   

• Will not measure until end of pilot on 12/31/2010 

6.  Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 
How has eWork, or the ability to work from anywhere impacted the services we provide to our clients? 

I’m able to provide the same service to internal clients using eWorkplace. Since I maintain regular phone 
and email contact, it’s literally the same as being onsite. I’m also able to meet with vendors as needed 
without disruption. 

What are the “wins” for the staff?  What have they seen as the good things about this program? 

Much less interruption during the day—I’m able to accomplish more tasks without any pop-up meetings, 
drop-ins, general office interruptions, etc. I’ve prepared a daily eWorkplace checklist of what I’d like to 
complete and always met or surpassed the goal.  

Overall, how has this experience been for your programs? 

Worked very well.  Technology in place has really helped make this easier! 

 
7. Please describe any challenges your organization encountered while establishing or expanding telework.   

• The biggest challenges included some long term managers who do not accept this work concept 
and those who cannot ework due to their specific job, e.g., direct client services at program 
location, harboring some feelings of resentment. 

8. Generally speaking, did you find the services offered through eWorkPlace to be helpful?  

•  Absolutely, without this assistance we would not have the tools and capacity to make this work.  
It would frankly be so far down on the list of priorities, it just may not ever get done.  Thank you so 
much. 

9. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program?   

• Make sure those at the very top of the organization support the initiative, and involve them in the 
rollout. 

10. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):     

• We were provided with very high quality consultants to assist with this work, and they kept us on 
target.   As a non profit with very tight resources, this is something we have enormous gratitude 
for.  Thank you  for all of your work!! 



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: Macalester College   

2. Nature of Business/Service Provided:  College  

3. Address of main office:  1600 Grand Ave, St. Paul MN  

4. Total number of employees: 557 

 
Telework Trial Program Overview 

1. Start date of telework trial period: Summer 2010  

2. End date of telework trial period: Fall term 2010 (Sept 7), though two departments are continuing   

3. Number of participating employees:8 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): To evaluate 
two pilot telework projects and develop a proposal for wider telecommuting adoption on campus.  

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): yes, 
the trial gave us resources and advice on how to evaluate our program. These resources were invaluable 
in developing a wider telework proposal for the college.  

2. Does your organization plan to continue/expanding its telework program? Yes, we have a draft telework 
policy that is under review for our operations area.  

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: Yes, if the policy is adopted. Two departments have continued a 
pilot to date.  

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
Yes, we developed a survey for teleworkers and for co-workers of teleworkers.  

Is so, what were the findings?: Very positive results.  
As seen in the results of the telecommuting survey given to the telework pilot participants this summer, 
telecommuting was shown to significantly increase productivity by offering a time free of office distractions to 
work on projects.  Supervisors in the pilot project also noted a more streamlined work flow because telework 
days were scheduled.  

 

4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings?   

We asked participants to fill out a survey about the benefits and challenges of teleworking. We also 
asked the staff who were not teleworking to fill out another survey that looked at the productivity of 
the teleworking staff.  



 
5. Generally speaking, how has teleworking impacted overall productivity of participants 

(increased/same/decreased)?:   Increased productivity  

Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

In the survey 87% of the respondents answered that the benefit of telecommuting was fewer distractions and 
interruptions as well as an increase in productivity.  The next  highest response rate (75%) was “better 
manage my work load”.  Smaller numbers (62.5%) answered “enhanced ability to meet deadlines” and 
“eliminate commute to work”.  Half of the respondents noted “better balance work and life” and “less work 
stress”.  
The largest benefit was the ability to focus and lack of distractions and interruptions, mentioned 6/8 times in 
the survey (75%).  
 
The sample size for the survey was very small (8).  

 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 

There is a perceived need by administrators for face to face contact to be available for students. There 
was some challenges with technology and access to the teleworking staff, but these challenges seemed 
to be perceived as minor.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? Yes 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

Don’t reinvent the wheel. Use the resources that are already developed.  

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        

 



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: McGladrey -- McGladrey is the brand under which RSM McGladrey, Inc. and McGladrey & 
Pullen, LLP serve clients’ business needs. Together, they rank as the fifth largest U.S. provider of assurance, tax and 
consulting services with 7,000 professionals and associates in nearly 90 offices. The two firms operate as separate 
legal entities in an alternative practice structure. McGladrey & Pullen is a licensed CPA firm that provides assurance 
services. RSM McGladrey is a leading professional services firm providing tax and consulting services. Both firms are 
members of RSM International, the sixth largest global network of independent accounting, tax and consulting firms. 

2. Nature of Business/Service Provided: Assurance, Tax, and Consulting services 

3. Address of main office: 3600 American Blvd West 3rd Floor; Bloomington, MN 55431 

4. Total number of employees: 7000 

 
Telework Trial Program Overview 

1. Start date of telework trial period: 

2. End date of telework trial period: 

3. Number of participating employees: 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?):McGladrey 
participated in the telework program to help promote our current flexibility initiatives and increase the 
usage in our flexible work arrangements such as telecommuting.  We were also very excited and 
interested in the education we could provide our employees and managers around telecommuting.  
 

Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific):  

2. Does your organization plan to continue/expanding its telework program?: Yes 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: We had already offered telecommuting and other flexible 
arrangements for a number of years prior to this project.  We will continue as we have in the past 
with offering this option to our employees and continue to find additional ways to promote and 
educate our employees and managers.    

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
No 

• Is so, what were the findings?: 

4. Did your organization track any productivity measures throughout the course of the telework trial? No 

• If so, what was measured and what were the findings?   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  Not tracked internally with pilot 



 
• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: The 

following WL Podcasts on our external site (also shared internally) share employees telling their 
success stories and how flexibility helped them reach their personal and professional success: 
http://mcgladrey.com/Career-Audiocasts?itemid=833&mid=833 (scroll to bottom of page for WL 
series) 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 
We continue to have challenges with some managers not fully supporting flexibility. We hope that 
continuing to educate and demonstrate other success stories will help gain their buy-in to give flexibility a 
try with their teams. 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? yes 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? Starting with a “pilot” is a great approach – it allows you to begin to 
build advocates for the program and you can demonstrate real results as you continue to expand it.  

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        

http://mcgladrey.com/Career-Audiocasts?itemid=833&mid=833�


 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name:  Minnesota Pollution Control Agency 

2. Nature of Business/Service Provided:  State Government:  Environmental Regulation and Assistance 

3. Address of main office:  520 Lafayette Road North, St. Paul MN 55155 

4. Total number of employees: 911 

 
Telework Trial Program Overview 

1. Start date of telework trial period:  April 2, 2010 

2. End date of telework trial period:  December 31, 2010 

3. Number of participating employees:  15 e-workplace pilot, 160 existing 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): 

To gain assistance evaluating telework issues among leadership, refreshing training for teleworking 
employees and their supervisors, and guidance in creating a business case for telework to be presented to 
Senior Management in January 2011.   

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): 

In most respects, yes the trial gave us the resources we needed.  We were able to access experienced 
advice that provided the impetus to create an assessment of our leadership’s teleworking issues and identify 
the steps needed to create an overall agency-wide business case for the agency which had been languishing 
for the past year.  The training format of small group discussion of scenarios allowed supervisors to explore 
issues, and that aspect was highly rated.  Staff felt the training was generally too long and too basic for 
existing teleworkers.  There is a need for “refresher” type training and we may use the e-workplace on-line 
training for that purpose.  In general, we found the assistance was too oriented toward developing new 
telework programs or adding additional pilots.  This approach led to a force-fit into our needs for assessing 
our existing telework programs and analyzing the agency-wide potential for telework. 

2. Does your organization plan to continue/expanding its telework program?:  Very likely 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:  By January 2011 the Business Case will identify telework 
potential by classification and number of potential employees.  We are using a different 
consultant for developing that aspect, as this was not a service provided by e-workplace. 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
In progress now. 

Is so, what were the findings?:  Leadership concerns were identified through focus groups in April 
2010.  The focus groups identified the following issues: 

• Unclear organizational business goals for telework 



 
 

• IT needs and logistical support  

• Rules/measures for day to day performance  

• Help in identifying people with appropriate skill sets  

• Training for themselves/Management support  

• Help in identifying tasks or jobs that are appropriate  

• Performance management support  

• Opportunity to learn from other supervisors with teleworkers/remote workers  

• Training for staff and supervisors was created to address concerns (held November 2010), with 
generally positive results in both cases, but overall supervisors found it generally more helpful 
than staff.  

• We will seek additional  feedback from small group of telework trial staff, but the focus is on an 
organization-wide assessment and business case development.  

 
4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings?   

Productivity data is being developed for all teleworkers, not just those participating in the trial.  Data 
collection continues thru mid-January 2011. 

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  Both staff and supervisors participating believe there is an increase in 
productivity.  Measurement remains the issue for most teleworkers and their supervisors. 

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

One staff person indicated they believe they were able to get 50% more done (not just 15%) because 
of ability to focus on a project without interruptions that occur in the office. 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 

• A leadership survey completed in 2009 that indicated that supervisors were supportive of telework for 
the agency as a whole, but much less so for their own units.   

• We did not have stated business goals for telework, but had created a very effective process for 
approval of teleworking that is applied ad-hoc based on employee request.   

• Reorganizations are affecting existing teleworker/supervisor relationships, which leads to concern on 
the part of supervisors and staff.  
 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? 



 
Overall yes—especially since it gave us a focus and resources for starting the assessment and developing a 
business case.  The assistance was oriented to volunteer pilots and for those needing to start telework 
programs—not enhancing existing telework programs or performing agency-wide assessments.  Since 
eworkplace wasn’t an exact match for all our needs to develop a business case, we also sought additional 
help outside the program. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

This pilot re-emphasized the need for performance measurement and active management on the part of all 
supervisors.  Staff also needed reminders of best practices, as some existing teleworkers had become less 
accommodating through the years, contributing to leadership’s hesitation to significantly expand telework.   

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):  

MPCA did not have a formal program for telework, but instead relied on incremental additions to staff teleworking 
over the past decade and a half.  As a result, standardized business practices around telework began to suffer. 
Through this pilot, we have reaffirmed that performance management is one key aspect of business process, 
regardless of work location. 

A supervisor involved in the pilot (and a new teleworker himself) said: 

“As a supervisor, I have observed that staff go out of their way to be available to customers and co-workers alike. 
The added flexibility has meant better continuity on projects and very good communication. Worker productivity is 
as high as work conducted in-office.  

As an employee, I have personally found telecommuting very rewarding. I use my main day to catch up on work I 
don’t normally get to and as a result am better prepared and on top of important projects. I am also that much 
more in tune with my staff which is a huge help.” 

       



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: City of Minneapolis / Minneapolis 311 

2. Nature of Business/Service Provided: Municipal Services and Information 

3. Address of main office: 3rd Floor, 3000 Minnehaha Ave. S., Minneapolis MN 55406 

4. Total number of employees: 28  

 
Telework Trial Program Overview 

1. Start date of telework trial period: August, 2010 

2. End date of telework trial period: April, 2011 

3. Number of participating employees: 4 to 5 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): 

Determine the Benefits of Telecommuting that are possible for Minneapolis 311: 
For Minneapolis 311, these may include: 

• Reduced overhead costs 
• Space savings, and the costs associated with space 
• Increased productivity 
• Help in retaining and recruiting employees 
• Improved employee morale 
• Reduced absenteeism 
• Improved customer service 
• Improved capabilities for continuing operations, emergency preparedness and 

disaster recovery.  
For Minneapolis 311 employees, these may include: 

• Reduced travel time and costs 
• Flexibility 
• More job satisfaction 

For the community, these may include: 

• Reduced traffic congestion, air pollution, and fuel consumption 
• Greater accessibility to services 
• Improved customer service 

 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): We 
will be gathering data during the pilot phase of August, 2010 – April, 2011. A final recommendation 
will be prepared at that time. 

2. Does your organization plan to continue/expanding its telework program?: Depends upon the data and 
results of the pilot. 



 
• If so, will additional employees and/or departments be added to the program (please describe 

scale and schedule if known)?: 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

• Is so, what were the findings?: Currently ongoing. 

4. Did your organization track any productivity measures throughout the course of the telework trial? 

• If so, what was measured and what were the findings? We are tracking multiple aspects of 
productivity and quality.   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:   

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: Data 
is being accumulated on a weekly basis during the pilot.   

6. Please describe any challenges your organization encountered while establishing or expanding telework. 
We worked closely with our bargaining unit in developing our program which has helped 
immensely in getting the pilot off the ground. We also had to overcome a certain amount of 
resistance to the concept.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? Very much so. 
Jane Anderson was very helpful in consulting with us to get this going. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? Certainly. We have learned valuable lessons in regards to 
business processes, technology and people considerations. 

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks): We will have a 
comprehensive report and recommendation at the end of the pilot in April.  



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: City of Minneapolis, BIS Department 

2. Nature of Business/Service Provided: IT Service/Support to City departments 

3. Address of main office:  310 4th Avenue South Minneapolis, MN  55303 

4. Total number of employees: 60 

 
Telework Trial Program Overview 

1. Start date of telework trial period: 5/3/10 

2. End date of telework trial period: 7/30/10 

3. Number of participating employees: approximately 25 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?):  

Improved employee performance and productivity 

Reduce commuting mileage to contribute to the City’s ‘green’ goals  

Reduce absenteeism  

Enhance the spirit, morale, and welfare of employees 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific):  

Yes, based on data and feedback, all the above mentioned goals were achieved. 

2. Does your organization plan to continue/expanding its telework program?: Yes 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:   

I don’t have specific information on other City departments, but BIS plans to continue offering the 
telework option to qualified employees. 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?   

• Is so, what were the findings?:  

No formal results were gathered.  Based on feedback, the general consensus was positive (see 
#9 below).  

4. Did your organization track any productivity measures throughout the course of the telework trial?  



 
No, but the majority of the teleworker felt they were more productive while teleworking.                            

• If so, what was measured and what were the findings?   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  Increased 

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 

The biggest challenge seemed to be the cultural changes associated with teleworking.  Non-
teleworkers had to adjust to not having face-to-face contact. 

Another challenge was making appropriate arrangements for remotely joining meetings (ie 
conference bridging, electronic info/document sharing vs. hard copies). 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful?  Yes 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

Address non-teleworker concerns, educate and set expectations. 

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        

Feedback from some of the participating teleworkers includes: 

Benefits 

Avoid stress associated with commuting through traffic 

Save time and money by not driving to work each day 

Work/life balance 

Increased productivity  

Higher employee satisfaction 

 

Drawbacks  

Cultural change for non-teleworkers adjusting to not ‘seeing’ their teleworking co-workers 

 

 



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name:  Interactive Retirement Systems 

2. Nature of Business/Service Provided: Administration for 401(k) plans 

3. Address of main office: 3800 American Blvd. W., Bloomington, MN 55431 

4. Total number of employees: 16 

 
Telework Trial Program Overview 

1. Start date of telework trial period: October 2009 

2. End date of telework trial period:  trial ended November 2010 but telework will be offered on an ongoing 
basis 

3. Number of participating employees: 3 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): To allow the 
ability for employees to work from home in situations like child care issues and bad weather to ensure 
business continuity/prevent business interruption.  Company has federally mandated daily requirements 
and employees are highly specialized.  When a specialized employee is unable to get to the office 
telework can help the company still meet its daily requirements.   

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): Yes, 
it met the goals.  However, the president was hoping more employees would want to telework one day 
per week instead of on an as needed basis.   

2. Does your organization plan to continue/expanding its telework program?:  Yes 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:  A department of six people, plus IT and the president are eligible 
to telework, so eight people total out of 16.  

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
NO 

• Is so, what were the findings?:   

4. Did your organization track any productivity measures throughout the course of the telework trial? NO 

• If so, what was measured and what were the findings?   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  Increased.  The right people are able to perform the right tasks, i.e. the 
subject matter expert can still do their work vs. having to use a non-subject matter employee to perform a 



 
critical task when telework is used as a solution for the times when an employee can not get to the office 
but they can get to a computer.   

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

6. Please describe any challenges your organization encountered while establishing or expanding telework.  
There were some technology challenges and connectivity issues but the eWorkPlace consultant was able 
to overcome the challenges.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful?  Absolutely.  We 
wouldn’t have been able to get the right consultants or right guidance to start an effective telework 
program without eWorkPlace resources.  We wouldn’t have even taken steps to allow telework if we 
hadn’t found out about eWorkplace and had a TMO to work with and the encouragement we received.   

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program?  Companies should try it and be open to the idea that telework may 
not work the way you think it will work.  It was worth it to us.   

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):   It was fun working with 
494 Commuter Services.  The 494 TMO was very flexible, I know they wanted to work with larger 
organizations than ours, so we are thankful for the resources and services that we were able to access.     



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name:  ShopNBC 

2. Nature of Business/Service Provided:  Multi-channel, electronic retailer 

3. Address of main office:  6740 Shady Oak Road, Eden Prairie, MN 55344 

4. Total number of employees: 950 

 
Telework Trial Program Overview 

1. Start date of telework trial period:  April 2010  

2. End date of telework trial period:  October 2010 

3. Number of participating employees:  12 

Please describe the goals of organization’s telework program (i.e., why did you participate?):  One 
primary goal was to increase flexibility in scheduling call agents.  Flexibility helps the company by aligning 
the cost of the call agent’s time with actual call volumes, which varies depending on customer response, 
often unpredictable.     

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): 

Yes, we are moving toward further expanding the telework program and the pilot helped progress us to 
this point.   

2. Does your organization plan to continue/expanding its telework program?: Yes, we expanded the 
telework benefit to another location outside of Minnesota and we plan to expand the program within the 
call center, the department that participated in the pilot.  Also, at the start of the pilot, our remote call 
agents only took in orders and now they are also taking customer service calls (this requires an increased 
skill set for call agents and increased technology that allows agents to have access to more information).   

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?:  Within the call center.  

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  

We have not conducted a formal evaluation yet but we have made some general observations, as noted 
below. 

• Is so, what were the findings?: So far, we are finding that it is less costly to utilize a remote 
worker than one that is sitting in the office.  It also appears that staff turnover has decreased.   

4. Did your organization track any productivity measures throughout the course of the telework trial? The 
jury is still out on this.  We don’t have all the answers. 



 
• If so, what was measured and what were the findings?   

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?:  We don’t know yet.  

 

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 
Remote workers like being able to work from home and they like the flexible scheduling given the 
unpredictable nature of call volumes.   

6. Please describe any challenges your organization encountered while establishing or expanding telework.  
We encountered challenges in three main areas: systems, connectivity and funding. It’s costly to set up 
the necessary systems.  In looking at expanding to a larger group of employees working from home, it’s 
costly and challenging to set up the systems and scheduling needed to support the expansion.  

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful?  Yes, the tools 
offered were useful for us; they helped establish the building blocks of the program from an HR 
perspective.  

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program?  Make sure you have a solid pilot team who are on the same page 
in setting up a telework program.  Buy in from all departments at the company is very important because 
they all own a piece and are impacted by the new policies.  

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        



 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: Carver County  

2. Nature of Business/Service Provided: County government services   

3. Address of main office: 600 E. Fourth St., Chaska, MN 55318 

4. Total number of employees: 635 

 
Telework Trial Program Overview 

1. Start date of telework trial period: All were on Commute Tool by March 1, 2010 

2. End date of telework trial period: June 2010 

3. Number of participating employees: 24 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?): improved 
customer service, increased productivity and morale, decreased cost and environmental impact of 
commuting, decreased need for additional space and parking. 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific): yes 

2. Does your organization plan to continue/expanding its telework program?  Yes, very likely we will. Those 
who teleworked have continued to do so, we are doing a pilot with expanded technical support hours. 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: Most likely, many more people are interested in teleworking. 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
Yes, we surveyed all participants, supervisors and co-workers of participants. I sent all of that info to 
Kathy Fahnhorst after we put it together. Also Jessi Schoner helped put all the data into slides for a 
presentation.   

4. Did your organization track any productivity measures throughout the course of the telework trial? 

• Managers tracked differently. See slides 

5. Generally speaking, how has teleworking impacted overall productivity of participants 
(increased/same/decreased)?  Increased! 

6. Please describe any challenges your organization encountered while establishing or expanding telework. 
Managers dealt with teleworkers differently, some more flexible than others. Not everyone was a 
technically competent as they should have been before teleworking. IS will go to the homes of people in 
the future to make sure they are set up correctly.  



 
7. Generally speaking, did you find the services offered through eWorkPlace to be helpful? Yes, Kathy F. 

was very helpful to us! 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? Make sure there’s someone coordinating the program. Make sure 
you’ve got technology and support set up ahead of time.  

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):        

I will attach the slides and narrative. You can call if you have questions. Kathy Paulsen, Carver County 
MN, 952-361-1523 





 
Post Telework Trial - Employer Questionnaire 

 
Organization Profile 

1. Organization name: TURCK Inc. 

2. Nature of Business/Service Provided: Manufacturing 

3. Address of main office: 3000 Campus Drive, Plymouth, MN 55441 

4. Total number of employees: 365   

 
Telework Trial Program Overview 

1. Start date of telework trial period: April 27, 2010 

2. End date of telework trial period:  no specific end date – this is ongoing 

3. Number of participating employees: 15 

4. Please describe the goals of organization’s telework program (i.e., why did you participate?):  We 
participated, because we were already doing telework on an informal basis and wanted to open it up to 
everyone.  We wanted to take advantage of the free resources (training) offered to us so that we could 
further educate our managers and employees on the benefits of telework. 

 
Telework Trial Program Results 

1. Did the telework trial program meet your organization’s goals and expectations? (please be specific):  We 
didn’t really have any specific goals or expectations when we started the program.  We just wanted it to 
be a win-win for managers and employees who were able to participate in the program.  We also wanted 
to start a dialogue between managers and employees and get them thinking about alternative work 
arrangements and how they can be done and be done successfully.  HR fully supports telework….we just 
wanted to get all managers onboard with the concept. 

2. Does your organization plan to continue/expanding its telework program?:  Yes.  We didn’t really look at 
this as a “pilot” but rather an ongoing benefit that we plan on offering for as long as we can.  As 
mentioned earlier, we already had some employees working from home, working compressed workweeks 
and/or altering their hours to fit their needs and the business needs, but we wanted to make the program 
available to everyone where it would work.  We leave the decision up to the manager and encourage 
employees to have discussions with their managers if telework is something they are interested in. 

• If so, will additional employees and/or departments be added to the program (please describe 
scale and schedule if known)?: 

3. Has your organization conducted any type of internal results evaluation for your telework trial program?  
No   

• Is so, what were the findings?: 

4. Did your organization track any productivity measures throughout the course of the telework trial?  No 

• If so, what was measured and what were the findings?   



 
5. Generally speaking, how has teleworking impacted overall productivity of participants 

(increased/same/decreased)?:  We think overall productivity has increased.  Here are two excerpts from 
employees who took part in the eWorkPlace program: 

My commute to Turck on average is one hour each direction.  If there is an accident or inclement weather 
that time could increase to three hours.  Being able to work at home has allowed me to start work earlier 
and end work later.  It’s been great for my family as well because I have more time for them and less 
stressed not having to commute all the time.  The gas savings is a big positive as well. 
 

To me the telework program has been tremendous!  My commute is 80 miles round trip which can mean 
anywhere from 2 to 3 hours each day spent in the car.  My car is 4 & ½ years old and with almost 100 k 
miles on the clock, it’s starting to show it’s age and the commuting requires 2 tanks of gas a week.  By 
working at home twice a week most weeks, this saves me a tank of gas typically and a lot of wear and 
tear on the car.  It’s also saving me a lot of time not commuting which is time better spent with the family, 
not to mention being able to get to an appointment or event easier.  There’s also the ability to do a chore 
over the lunch break that couldn’t be done otherwise.  I find that even on the days that I do telework, I’m 
still starting work by 6:30am instead of getting in the car so I’m actually able to get more done on a lot of 
these days.  Of course there’s the added bonus of winning a notebook computer and a $50 dollar gift card 
for just doing the surveys and logging my commute! 

Thanks for the chance to work at home  

• Can you provide any anecdotal feedback regarding the impacts of telework on productivity?: 

6. Please describe any challenges your organization encountered while establishing or expanding telework.  
I guess the biggest challenge was resistance from some managers.  When the program was initially 
announced, one manager thought her entire department would want to telework, and she was concerned 
about trying to manage all the requests.  There was only one person in her department of 10 who 
requested a telework arrangement. 

7. Generally speaking, did you find the services offered through eWorkPlace to be helpful?  Absolutely.  
Working with Kathy Fahnhorst was such a great experience.  We had Jane Anderson onsite for our 
employee and manager training, and she was very helpful throughout the entire process. 

8. Are there any lessons learned or key findings you think would be helpful to share with other companies 
who are starting a telework program? 

9. In the space below, please provide any additional testimonials, feedback, and/or lessons learned with 
regard to your telework program (i.e., what were the benefits and drawbacks):  I think the main benefit of 
the program was the overall satisfaction and gratitude from the employees who participated in the 
program.  The testimonials given above indicate the positive feelings these employees had towards the 
program and TURCK overall.  We claim that we are a flexible employer so it is rewarding to be able to 
offer programs like telework on an ongoing basis to show that we really do want employees to find 
balance between work and life, and that we support that balance.        
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Incentive Program for Individuals 
Process 

• All participants who register with the Commute Tool are eligible to receive prizes including 
individuals who are not associated with a participating eWorkPlace employer. 

• Participants, who previously filled out the Survey Monkey, will be eligible but ONLY if they 
checked the box that stated, "Can we contact you for further information regarding the results." 
Those that did not check this option, will not be eligible for the survey prizes.  

• August 31, 2010 will be the last day to enter data into the Commute Calendar and to complete 
surveys – this only applies for receiving incentives. Participants will be able to use the Commute 
Tool through December 2010. 

• Prizes will be given away on a first come, first serve basis. Participants can only be eligible to win 
one prize per incentive drawing (surveys; commute calendar; Telework Twin Cities). SRF is 
currently researching the rules and regulations for drawing and distributing prizes for selected 
winners.   

• The Telework Twin Cities drawing will be a random drawing and will be follow the same rules 
and regulations as the other incentive drawings. However, prizes will be different for pre- and 
post-survey respondents. 

Incentive Tasks/Challenges 
Participants will be eligible to win prizes at any stage in the project, whether they have completed the 
first survey to completing the last survey. All eligible participants will be grouped into one pool for each 
weekly drawing. One name will be drawn randomly each week to receive a prize. Participants who fill 
out the Commute Calendar for a period of four weeks before August 31 will be entered to win a grand 
prize. Two drawing will occur every Monday – one for the survey and one for the commute calendar. 

People who pledge to telework during the Telework Twin Cities event in April will be entered to win 
prizes. However, these people will not be grouped with participants who are already participating in 
eWorkPlace unless their company is a participating employer and they are currently teleworking as part 
of eWorkPlace.  

Participants will be eligible to receive incentives for the following tasks/challenges : 

1. Complete First, Second or Third Survey –  1 prize per drawing; weekly drawings  
2. Fill in the Commute Calendar for four weeks – 1 prize per drawing; weekly drawings & grand 

prize to be drawn on August 31 
3. Telework Twin Cities survey – 2 prizes for pre-survey; 2 prizes post-survey 

 
Prizes for the drawings will include the following items (the number of prizes is outlined in the table on 
the next page): 

• First, Second or Third Survey:  $50 gift card 
• Commute Calendar: $50 gift card (weekly drawing); Apple iPad (four consecutive weeks) 
• Telework Twin Cities: $50 and $150 gift card (pre-survey); Apple iPad and Netbook (post-survey) 

 
* Gift cards will be purchased from various retailers. iPad will be released sometime in April, waiting to 
hear more about release date and process for purchasing. 
  



 

 

Incentives Budget *Prices include tax estimate 

Task Prize Cost Quantity Total Cost Drawing Dates 

Complete First, Second, 
or Third Survey 

$50 Gift Card  $           50  27  $        1350  
First Monday of 

the week  

Commute Calendar   
(Weekly drawing) 
(Four weeks/grand prize)  

 
$50 Gift Card 
iPad 

 
 $           50  
$          550 

 
27 
1 

 
$        1350  
$          550  

First Monday of 
the week  

August 31 

Twin Cities Telework  
(Pre-survey) 
 
(Post-survey) 
 

 
$50 Gift Card 
$150 Gift Card 
iPad 
Netbook 

  
 $           50 
 $         150 
 $         550 
$          350 

 
1 
1 
1 
1 

 
$            50  
$          150 
$          550 
$          350 

 
April 9 

April 22 
May 7 

April 30 

Total     58  $     4,150   

Schedule for Incentives 
Calendar dates for the drawings are shaded below. Green = Weekly survey and commute calendar 
drawings; Blue = Telework Twin Cities; Red = Commute Calendar grand prize. 

MARCH 2010   APRIL 2010 
S M T W T F S   S M T W T F S 

  1 2 3 4 5 6           1 2 3 

7 8 9 10 11 12 13   4 5 6 7 8 9 10 

14 15 16 17 18 19 20   11 12 13 14 15 16 17 

21 22 23 24 25 26 27   18 19 20 21 22 23 24 

28 29 30 31         25 26 27 28 29 30   
                              

MAY 2010   JUNE 
S M T W T F S   S M T W T F S 

            1       1 2 3 4 5 

2 3 4 5 6 7 8   6 7 8 9 10 11 12 

9 10 11 12 13 14 15   13 14 15 16 17 18 19 

16 17 18 19 20 21 22   20 21 22 23 24 25 26 

23 24 25 26 27 28 29   27 28 29 30       

30 31                           

                              

JULY   AUGUST 
S M T W T F S   S M T W T F S 

        1 2 3   1 2 3 4 5 6 7 

4 5 6 7 8 9 10   8 9 10 11 12 13 14 

11 12 13 14 15 16 17   15 16 17 18 19 20 21 

18 19 20 21 22 23 24   22 23 24 25 26 27 28 

25 26 27 28 29 30 31   29 30 31        
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Monday, June 20, 2011

About eWorkPlace Telework Benefits Employer Resources Press Partners Questions?

Smart Business Strategy
Minnesota’s employers can achieve a bottom
line boosting competitive advantage.

Welcome to eWorkPlace! eWorkPlace is a state-sponsored
program for Twin Cities metro area employers; it is also a business
strategy and work process that is focused on telework and the
Results-Only Work Environment (ROWE). Telework enables
employees to work from home or a remote location and connect to
the office via technology - internet, phone and mobile devices.
Telework can be performed on a full or part-time basis and is often
complemented with flexible scheduling.

eWorkPlace Blog

Blizzard!

Getting Ready for Winter

Broadband Summit - August
24, 2010

eWorkPlace Commute Tool

The eWorkPlace Commute Tool helps commuters track reduction
of miles traveled, reduction in emissions, and time and money
saved by telework.  The tool is FREE to use. It's secure. It's
easy. It's fast. Get started today!

.

Request Program Information

Early enrollers receive high-value advantages.

For a limited time, Twin Cities employers can enjoy free
consultant services from highly specialized industry experts. Plus,
employers and employees can join and learn from a network of
other telework professionals creating best practices for their
organization and/or company.

The professionals of eWorkPlace share over 40 years of national
telework expertise and are based in the Twin Cities. Services
include:

On-site training

e-learning

IT advice

Troubleshooting

.

What's New  at eWorkPlace

eWorkPlace Celebration 
June 21st 

more information here...
 

Access Telew ork Tools

Tools to help you start a telework program.

In addition to the enroll early benefits, via the eWorkPlace
website and blog, companies can stay on track and in
communication with experts and colleagues plus access practical
tools including:

Manager’s Guide

Selection and policies checklist

Solutions to issues/barriers

Case studies, business reports, and white papers

"Ask the Expert" for direct questions and advice

Participating Twin Cities employers who enroll early are provided
free, specialized services on a first-come, first-served basis.
 

.

Follow us on: Subscribe to Our Feed:
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Everyone Benefits from
eWorkPlace
Telework Benefits for Employers :

Increased employee productivity

Enhanced recruitment and retention

Greater geographic flexibility

Reduced cost of real estate and overhead

Reduced absenteeism

Expanded access to talented people

Better resiliency—economic and disaster

Opportunity to provide employees soft dollar
perks

Telework Benefits to Employees:

Save drive time

Save money on gas and parking

Greater productivity

Enhanced quality of life

Reduced cost of living expenses

Greater economic opportunity for lower income
households and people with disabilities

Telework Benefits to the Community:

Improved air quality

Energy conservation

Improved highway safety

Reduced number of rush hour work trips which
contribute to traffic congestion

Maximized infrastructure investmentEnergy and
environmental benefits (less gas used, reduced
green house gas emissions and carbon
footprints)

Employer Benefits

Employee Benefits

Presentation Materials

Telework Case Studies

Other Telework Web
Links

Summary Report

Telework in Action

Lessons Learned

Follow us on: Subscribe to Our Feed:
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.

Practical Tools to Make
Your Telework Program a
Success
We have created the tools to help you get your
organization up and teleworking. From training
managers to choosing the right technology, this
information can help jumpstart your telework program.

Take the first step to Productivity.
Innovation. Efficiency.

To find out more about the teleworking program known
as eWorkPlace, fill out our request program info form
and submit it to the eWorkPlace program coordinator.
This information will be used confidentially by an
eWorkPlace program representative to contact you and
discuss telework opportunities that may be available to
your company. To qualify, your company or organization
must be located in Minnesota's Twin Cities seven
county metropolitan area.

eWorkPlace Program Enrollment Steps

Designate an eWorkPlace point of  contact

Secure a letter of commitment from upper management

Establish a minimum number of employees who will telework at least one day a week for a minimum of
three months

Train managers and staff

Identify equipment and telecommuting service needs as determined by an evaluation

Set up reporting and evaluation process

 

Enroll Early - Receive
Free Services

Commute Tool

Request Program Info

eWorkplace's
Telew ork

Toolkit

We have created the tools
you will need to get your
organization up and
teleworking. From training
managers to choosing the
right technology to jumpstart
the program. It's ready,
available -- and free.

.

Citr ix Webinar

MITE Presentation

WFC Presentation

Recording of Webinar
(WMV)

Follow us on: Subscribe to Our Feed:
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Press http://www.eworkplace-mn.com/Press/tabid/246/Default.aspx
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Press Room
Welcome to our online Press Room. Our goal is to make eWorkPlace more accessible to you, which
should make your job easier. Easy is good.

Press Releases

Press Release July 28, 2009 (PDF)

Press Release June 1, 2009 (PDF)

 

Press Materials

eWorkPlace Facts Sheet (PDF)

Urban Partnership Agreement (PDF)

Benefits Sheet (PDF)

Bylined Article (PDF)
"A Win-Win-Win Proposition for Business, Employees and Carver County"

eWorkPlace Success Stories: Highlighting Employer Results (PDF)

Governor Pawlenty Declares April "Explore and Experience Telework Month" (PDF)

 

eWorkPlace in the News

Finance and Commerce, July 13, 2010

KARE 11, June 16, 2010

Thisweeklive the Show, April 2, 2010

Thisweeklive.com, April 7, 2010

Thisweeklive.com, April 7, 2010

KARE 11, March 31, 2010

Minnesota Public Radio, December 16, 2009

Fox 9 News, June 1, 2009

Minnesota Daily, June 4, 2009

Star Tribune, June 7, 2009

Twin Cities Daily Planet, July 8, 2009

planning Minnesota (MnAPA Newsletter) July-August Issue

Finance and Commerce July 28, 2009

Star Tribune, August 20, 2009

The Waconia Patriot, August 26, 2009

Star Tribune, September 5, 2009

New York TImes, October 2, 2009

 

Image Library

Click on a thumbnail to download an image.
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Results-Only Work Environment (ROWE)

ROWE is a radical, commonsense
rethinking of how we work and live. In
a ROWE, people focus on results and
only results. Companies that embrace
ROWE enjoy increases in
engagement and productivity as
people make better decisions about

when/where they do work.

eWorkPlace Program
Partners
Transportation Management
Organizations (TMOs)

Transportation Management Organizations
(TMOs) are established to promote congestion
mitigation strategies and advocate for
environmentally sound transportation policies to
assure the continuance and orderly growth of the
marketplace. Created as a public-private
partnership, TMOs work to increase
employer/employee participation in transportation
solutions and advance public policies and
practices. Twin City TMOs include:

494 Commuter
Services
website

 
Anoka County TMO
website

Downtown
Minneapolis TMO
website

St. Paul Smart Trips
website

Metro Transit
website

 

Find Your TMO

Enter your company's five
digit Zip Code to find your
TMO.

Private Sector
Partners

Receive a free 3-month
GoToMeeting and
GoToMyPC subscription
when you become an
eWorkPlace employer.

GoToMeeting

GoToMyPC

Comcast Business Class
Internet. With speeds much
faster than DSL, you’ll
spend your days working
not waiting.

Request more
information
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Expert Advice
You have questions. eWorkPlace has the answers. Use
eWorkPlace's network of professionals to get your
questions answered. eWorkPlace is committed to
change and enhance how companies work and do
business.

eWorkPlace FAQs

Through extensive contact with employers, we bring the
opportunity to share our knowledge with a wide
audience. To help you access our valuable expertise,
we provide a wide variety of frequently asked questions
and our answers here. Please check back regularly, as
the information is updated frequently! Simply click on a
link below to get started...

General Questions about Telework

Start-Up - Implementation

Costs and Benefits

Facilities Guidelines

Managing Teleworkers

Telework and Family Life

 

Ask an Expert

eWorkPlace Blog

Frequently Asked
Questions

Follow us on: Subscribe to Our Feed:
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Website Statistics (Through June 20, 2011) 

Month Unique visitors 
Number of 

visits Pages Hits 

Jan-10 1,092 2,119 21,518 91,422 

Feb-10 1,297 2,563 23,996 93,480 

Mar-10 1,883 4,024 30,408 125,126 

Apr-10 1,847 3,399 31,069 160,430 

May-10 1,038 2,172 30,748 118,193 

Jun-10 462 803 14,617 48,182 

Jul-10 1111 2209 30,510 91,817 

Aug-10 1,054 2,500 27,210 86,362 

Sep-10 975 2,298 27,915 84,059 

Oct-10 958 2,361 28,432 76,681 

Nov-10 1,197 2,345 21,682 91,508 

Dec-10 1,164 2,422 28,474 97,758 

Jan-11 1,313 2,589 34,250 115,992 

Feb-11 952 1,863 28,246 92,717 

Mar-11 829 1,774 29,572 85,444 

Apr-11 715 1,702 26,099 75,282 

May-11 940 2,269 31,001 103,776 

Jun-11 1,093 1,974 22,052 84,081 

Total 19,920 41,386 487,799 1,722,310 
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eWorkPlace Incentive Winners 

Grand Prize – Netbook Computer 

Erik Arveseth - Aveda 
It took a little adjusting to get settled into a new routine for instance; hosting a conference call in my 
slippers.  But after a short time my new telework days became some of my most productive.  My usual 
work week is the typical 8-5 Monday through Friday, but my commute is kind of long.  Then when 
factoring in traffic or weather, I spend a lot of time (unproductive time) in my car.  At Aveda we believe 
in treating ourselves, each other and the planet with care and respect. Working from my home office 
has not only saved me money and time, but contributed to my productivity and to an overall reduction 
of my carbon foot print.  Essentially a win, win win! 

Is certain that in the very near future, we will see more companies looking at teleworking as a viable 
option in many companies and communities – If your job allows for this kind of work, it really is a no 
brainer! 

$50 Gift Cards 

Aimee Nielsen - Ecolab 
I started working from home in 2009 for 3 days a week and it was so convenient.  I was saving so much 
on gas and even wardrobe costs and I was able to work from home entirely during my second pregnancy 
before my baby was born. I really loved being available immediately after my shift was done to go get 
my kids from daycare.   I love Ecolab for being so flexible with working from home.  

Lea Dahl 
I have very much enjoyed the opportunity to telecommute.  The 60 (90 in bad weather) minute 
commute time savings is all spent working and adding productivity to my day.  I feel really good about 
this, it has really raised my productivity level and job satisfaction.  

Christina Zortman – RMS MN 
This is a great tool an opportunity to enhance the joys of working. I only wish more employers would 
take advantage of this method of employment. 

Heather Kneeland - Aveda 
The telework program has been so beneficial to me.  It has brought a lot of balance to work and home 
life.  I have also been able to get more work done at home due to less interruptions and meetings. 

Perry Clark – Carver County 
I most appreciate being less dependent on vacation/sick time, working 45 miles from home any personal 
appointments required the better part of a day off to accomplish.  With the flexibility of teleworking I 
can leave my home for a one hour appointment and only use one hour of vacation/sick time, I am 
excited to watch my time off balances grow. 
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Melissa Ellefson – Catholic Charities 
Since I have been able to do telework, it has opened up a lot of free time for my family.  I can now work 
from home and do things like thrown in a load of laundry and go back to working until it’s done.  It 
means a lot less household chores on the weekends that the time can now be spent with family and 
friends.  I also like the flexibility that it gives.  In Minnesota the weather can get pretty awful and driving 
conditions may be dangerous.  On these wintery days I can work from home and not risk traveling. 

Sharon Jonas - BMI 
Thank you!  Thank you!  Thank you!  This is awesome.   I am so happy I was given the opportunity to try 
working from home.   As a “guinea pig” for our company in blazing the way, and a successful trial period, 
our company is now ready to launch the practice of having more people work from home.    
 
Sarah Manthei – Carver County 
Teleworking has been very beneficial for me.  I am caught up with my work load, have fewer distractions 
and feel that I am much more productive.  Not to mention I believe the biggest benefit is work life 
balance! 
 
Amy Warman – Aveda  
(No quote) 
 
Mark Dietzsch – Turck  
The benefits for me are numerous as I’ve been driving from Cottage Grove to Plymouth for 16 years 
now.  With my company letting me work from home 2 days a week, (this varies depending on work load 
etc) I’m able to save considerable money on gas, save 2 to 3 hours a day from sitting in the car and the 
wear and tear on the car is reduced, (not to mention missing the construction this year).  I’m able to 
work more hours and I get to do things around the house that I typically couldn’t.  I get more time with 
the family which is great.  There’s really been no negatives to doing this.  
 
Carolyn Schmidt – Carver County 
I have found e-work to be extremely productive for me. I have been able to focus and therefore have a 
deeper understanding of the issues in my work. This has been a positive experience for me. 
 
Ann Brown – Medtronic  
I work where I need to in order to get my job done. Technology enables me to stay in touch with my 
team no matter where I am. 
 
Stephan Robberts – Augsburg Fortress 
(No quote) 
 
Steph Pennings – Service 800 
(No quote) 
 



 

3 
 

Valorie Lebus-Sidlo – HSPHD 
(No quote) 
 
Karen DesMarais – MMIC 
(No quote) 
 
Melissa Gaugert – Ecolab 
(No quote) 
 
Troy Mangan – State of Minnesota 
Better work/life balance. I’m able to get in more than a full day’s work and get errands done while still 
finishing my day when I would usually get home. The hour and 45 minutes that I would spend 
commuting gets translated into both extra work time and time to get other stuff done. 
 
Kelly Froehle – Carver County 
One benefit from teleworking is the money my family is saving on gas for my commute. I drive a SUV 
and it’s about 40 miles to work each day with dropping my daughter off at daycare so about 80 miles 
roundtrip. This has really added up for us with the recent gas prices not to mention the 2 hours a day I 
used to spend in the car that I am now at home for. 
 
Erik Weiser - Travelers 
The best benefit I found from teleworking is saving money on gas and parking. 
 
Robin Myers – Behavioral Medical 
Working at home will save me gas money and also the time it takes to get to work and back (roughly 1 
hour to 1:15) per day, and will cut back on traffic if more and more people are able to work from home. 
As time progresses, my boss is hoping that working at home 5 days a week may be possible. Another 
benefit is for my work, as we are getting very crowded in our office and this has opened up some more 
space there. As I have worked from home in the past (different company), I know for sure that it is less 
stressful. 
 
If you need additional information, please let me know and I will be happy to answer any questions you 
may have. Thanks again for this opportunity. 
 
Don Vavrosky – School District 287 
I have found that telecomuting has been a very positive experience for me. Not only has it helped save 
resources in fewer trips, but it has also helped increase my productivity. This was a great experience. 
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Telework Twin Cities Event 
 
$50 Gift Card 
Mary Burns – Thomson Reuters 
I was given a company computer by my workplace, so I could essentially work from anywhere that 
would allow me to park and get wireless internet, but in order to save precious funds on gas, bus fare 
and whatever items that might allow me to take up residence in a coffee shop or café, I’ve been staying 
at home. The one time I was forced to head out to a company training event, I pitched in for my driver’s 
gas at a cost of over $30 to me! Staying home, in short, pays! 
 
$150 Gift Card 
Linda Taylor – Fresh Energy 
My employer, Fresh Energy, is a nonprofit energy policy advocacy organization located in St. Paul. It has 
set up a nearly seamless remote computer connection ability for all employees. The remote connection 
allows access to all internal documents, email, etc. Working remotely often allows greater concentration 
on a writing task or research outside the open office environment at work. It allows a great deal of 
flexibility for meeting contractors at home or working while under the weather without exposing 
colleagues to illness, and facilitates attending meetings nearer home without undue travel time or 
negative effects on the environment or nerves. I am delighted to have the opportunity to telework. It 
adds a more relaxing dimension to work.    
 
In addition, Fresh Energy as an organization promotes life and work style choices that use less energy, 
reduce greenhouse gas and other pollutant emissions, cost less, reduce highway congestion, and 
promote healthier, less stressful lives. Teleworking meets all of those policy goals.   
 
It’s good for me. It’s good for my employer. It’s good for the environment. It costs less. It leaves the 
highway, or in my case, bike lanes or buses, to others not so fortunate as to have such an 
accommodating employer.  
 
Netbook Computer 
Mark Dietzsch – Turck  
Thank you, thank you!! This is awesome! I’ve been working for TURCK Inc. in Plymouth for nearly 16 
years and have been commuting across the twin cities the entire time, (even before TURCK).  The 
commute from Cottage Grove can be a very long one at times, especially winter and usually 2 hours plus 
are spent each day in the car, (I’m knows there’s many of us out there that endure the same thing).  I 
typically fill up with gas twice a week and I drive a 2006 Impala which I’ve put nearly 90k miles on, this is 
99 percent commute so the wear and tear ads up!  Even though roadwork over the years, including the 
494/61 interchange has improved things, it seems the volume of traffic has increased quicker. With my 
company allowing me to now work 2 days a week from home, I’m able to save a lot on gas, wear and 
tear and time!  The biggest advantage, is these precious 2 to 3 hours a day for the family! 
 



 

5 
 

iPad 
Michelle Gumaelius – Deluxe 
I learned about eWorkPlace & Telework Twin Cities from a co-worker (Debbie Heilig). We decided to 
participate in our continued efforts to achieve a work/life balance. It has been very convenient & time-
saving to telecommute, not to mention nice to have fewer miles on my leased vehicle. Every mile saved 
does truly add up!  I am able to get more work done in a shorter period of time and have more time to 
spend with my family at the beginning & end of the day. 
  
We both continue to telecommute as often as possible, with a goal of one day per week. 
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1.  Project Details 

Project Overview: 

 
The transformation from a traditional work environment to a Results-Only Work Environment (ROWE) provides 
numerous benefits for people and businesses, including talent attraction, workforce productivity, retention and 
work-life balance. Additionally, a ROWE has the unique ability to profoundly change traffic patterns by shifting 
social behavior for large groups. It’s the shift in social behavior that will effectively act to reduce traffic 
congestion in the Tier 1 corridors. 
 
For the purpose of this project, the primary goal and benefit of interest is to permanently change commuting 
patterns for at least 1,500 commuters across identified Employer Partners who regularly use Tier 1 corridors in 
Minneapolis.  The change will enable off-peak commuting behavior at least 1X per week for each of 1500 
individuals.  Peak commuting times are defined as 6:30 AM to 8:30 AM and 3:30 PM to 6:00 PM, Monday 
through Friday (non-holidays). 

18-Month Project Plan Overview 

 
Months 1-6: Employer Partner Recruitment, Project Plan Creation, Measurement Establishment 
Months 7-18: Two-Day Seminar and Migration of approximately 750 participants 
Months 18 & Beyond:  Rollout to remaining 750 participants (approximately) 

Project Requirements: 
 
Adaptive Change 
When organizations engage with Results-Only, LLC, they enter a systematic and proven Adaptive Change 
Management Process. This process will help employees make a shift in their expectations, attitudes and 
behaviors around the rules and regulations that have operated in Corporate America for decades. The ROWE 
migration helps individuals overcome the antiquated rules around time, beliefs and workplace language and, in 
turn, position them to more effectively drive the business by focusing on results instead of physical presence. 
 
ROWE is not the typical transitional “teach and train” program: all-day seminars, workbooks and tests. The 
ROWE process consists of a series of experiential team and one-on-one management coaching sessions spread 
out over a six-month period. Between sessions, employees work on specific activities that will enable them to 
change the behaviors and emotions that will allow them to effectively evolve to a ROWE. 
 
Our approach to Adaptive Change Management provides: 

- A customized approach that combines learning and implementation 
- A way to address organizations’ unique change issues and priorities 
- An effective in-house capability to lead and manage future change 
- Measurable milestones through which individual and organizational progress can be monitored and 

evaluated  
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2.  Roles 

Employer Partner Roles: 
 
CultureRx will secure employer partners who meet the requirements and goals of this project.  See Section 5 
Partner Recruitment & Management for details. 
 
Executive Sponsor: TBD for Each Partner 

Role:  
• Break down organizational barriers and to actively encourage the evolution of the culture 
• Exert political influence when appropriate 
• Understand the far-reaching implications of the change – for the business, the employee 

population and society 
• Demonstrate ROWE behaviors 

 
Project Coordinator: TBD for Each Partner 

Role:  
• Serve as the single point of contact for Results-Only Project Manager 
• Ensure that the Migration timelines and objectives are met, research activities and sessions are 

scheduled and space/technology needs are covered 
• Demonstrate ROWE behaviors 

 
Change Agents: TBD for Each Partner 
Role:  

• Dedicate significant effort in partnering with Results-Only to learn and implement the ROWE 
culture change 

• Participate in the 2-Day ROWE Training Seminar and successfully master the ROWE philosophy 
and unique facilitation skills 

• Lead the second half of their employee population through a ROWE migration with support 
from Results-Only 

• Demonstrate ROWE behaviors 
 
Human Resource Partner and Measurement: TBD for Each Partner  

Role:  
• Partner to ensure the integration of internal company measures and the ROWE Audit 
• Provide relevant organizational information to Results-Only to enhance understanding of the 

company’s current culture.  These materials may include organization charts, past survey data, 
HR policies/procedures, organizational goals, and departmental goals.   

• Work with Results-Only and The Humphrey Institute and its Affiliates to determine the 
appropriate commuting pattern measurements 

• Provide support, assistance, and access to relevant data in evaluating and calculating the agreed 
upon measures 

• Demonstrate ROWE behaviors 
 
Communications: TBD for Each Partner  
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Role:  
• Partner to ensure the positive positioning of all ROWE activity both internally and externally 
• Demonstrate ROWE behaviors 

The Humphrey Institute & Affiliates Roles: 

 
Project Manager: Adeel Lari 

Role:  
• Serve as the direct contact for Results-Only for the duration of the project contract 
• Collaborate with Results-Only on deliverables and timing 
• Facilitate Results-Only compensation process 

 
Measurement Resource: TBD 

Role:  
• Work with Results-Only and Employer Partners to determine the appropriate commuting 

pattern measurements 
• Provide support and assistance in evaluating and calculating the agreed upon measures 

 
 

Contract Administration: Ashley Duran 
Role:  

• Facilitates final contract execution by serving as a liaison between the Department of 
Administration and Results-Only 

 

Results-Only, LLC: 

 
Co-Creators: Cali Ressler & Jody Thompson 
 Role:  

• Oversee the entire project establishing productive relationships with top management and 
Advisory Committees at partner companies, review research, customize ROWE to the unique 
needs of the partner companies, and lead the adaptive change movement within the partner 
companies 

• Review the research data and drive the customization of ROWE philosophies and materials 
• Adapt training materials as necessary to be relevant to the partner companies 
• Guide the selection process and training of facilitators  
• Facilitate a portion of the training sessions 
• Interpret any partner companies’ concerns throughout the migration process and provide the 

training necessary to move the change forward 
• Lead and facilitate the 2-day seminar to train partner selected resources to move the remaining 

750 employees to a ROWE 
 
Relationship Management: Tracy Nelson  
 Role:  
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• Facilitate contract initiation by partnering  with The Humphrey Institute to assist in UPA 
application process 

• Facilitate the execution of a final contract between Results-Only and MnDOT 
• Oversee the project initiation establishing productive relationships with The Humphrey Institute 

and its affiliates 
• Partner with the Humphrey Institute and its affiliates to ensure the contract is set up to 

maintain the integrity of ROWE and the intervention 
 
Project Manager & Research: Marissa Plume 
 Role:  

• Project manage the initiative creating processes and tools to drive and track the progress of the 
research, development of migration materials, and execution of the migration for at least 1,500 
employees 

• Establish and maintain productive relationships with leaders at partner companies and 
University resources & its affiliates 

• Collect data during research phase, summarize research data, and communicate key findings to 
the Co-Creators for customization 

• Adapt training materials as necessary to be relevant to the partner companies 
• Execute and integrate CultureRx measurement of the migration 
• Lead the training and management of facilitators and monitor their performance, if necessary 
• Work with The Humphrey Institute contact to manage Results-Only compensation 
• Facilitate training sessions 

 
Facilitators: To Be Named 
 Role:  

• Complete facilitation training and observation 
• Facilitate training sessions  

 
 
 

3.  Project Phases 
 

1. Employer Partner Recruitment. CultureRx will collaborate with project marketing partners to establish a 
approximately three key employer partners who will receive consulting services. Additional 
organizations may be recruited to participate in a two-day training seminar. 
 

2. Measurement Establishment. CultureRx will partner with project and employer partners to create a 
method to measure commuting patterns. Possible measurement vehicles include badge swipe data and 
self-assessment data, as well as the creation of new surveys. 
 

3. Two-Day Seminar.  CultureRx will conduct an in-depth, 2-day seminar for the identified changed agents.   
 

4. Migration.  CultureRx will work closely with the participating employers to migrate approximately 750 
of the 1,500 employee participants to a ROWE.  This work will be completed over approximately 24 
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weeks as each employer partner is on-boarded. In addition to the migration work, CultureRx and the 
participating employers will identify change agents who attended the two-day seminar and will shadow 
CultureRx facilitators through the onsite migration in preparation for the next phase. 
 

5. Rollout.  CultureRx will work with change agents at identified employer partner sites to begin the full-
scale migration of the remaining 750 project participants (approximately. CultureRx will provide ongoing 
support including monthly conference calls and administration, interpretation and reporting for the Pre-
migration Culture Audit, Check-in Survey and Post-migration Culture Audit. 
 

 

4.  Timeline 
 
The project will progress over a period of approximately 18 months involving at 1,500 commuters across 
identified Employer Partners.   
 
Date Milestone Notes 
September 2008 Contract Executed & Project Initiated Delayed – Project Initiation in process 
October 2008 Potential Target Partners Identified Complete 
October 2008 Invitation Letters Sent to Targets In process 
February 2009 Partners Determined  
February – April 2009 Research & Discovery  
March 2009 Partner Change Agents  
April 2009 2-Day Seminar  
June 2009 Migration Work Begins  
August 2009 Migration GO LIVE  
August 2009 – 
February 2010 

Migration Sustain Phase  

October 2009 Rollout Work Begins  
January 2010 Rollout GO LIVE  
February  - June 2010 Rollout Sustain Phase  

 

5.  Partner Recruitment & Management 

Target Partners:   

 
Company Location # of Employees  Contact 

Target 
1000 Nicollet Mall 
Minneapolis, MN 55403 

 
Pia-Kim Genung 
Pia-kim.genung@target.com 

Wells Fargo 
Downtown 
Minneapolis 

 Molly Driscoll 
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Qwest 
200 S 5th St Ste 395 
Minneapolis, MN 55402 

  

Ceridian Corporation 
3311 E. Old Shakopee 
Rd. 
Minneapolis, MN 55425 

  

General Mills 
1 General Mills Blvd. 
Minneapolis, MN 55426 

  

Valspar 
1101 3rd St. South 
Minneapolis, MN 55415 

500 

Stacey Swanson – HR Mgr. for 
Mpls. 
Melissa Haberlack – Sr. Finance 
Mgr. 
Paul – HR Director 
Tony – VP of HR 
Lori – CFO  

U.S. Bancorp 
800 Nicollet Mall 
Minneapolis, MN 55402 

  

Xcel Energy Inc 
414 Nicollet Mall 
Minneapolis, MN 55401 

  

Select Comfort 
Corporation  

9800 59th Ave., North 
Minneapolis, MN 55442 

  

Thomson West 
610 Opperman Dr. 
Eagan, MN 55123 

  

Fairview Health 
Services 

2450 Riverside Ave. 
Minneapolis, MN 55454 

 
Lori Reynolds 
 

Donaldson 
1400 W. 94th St. 
Minneapolis, MN 55431 

 
Jim Horn 
Becky Cahn 

 

Marketing Activities: 

 
Proposed marketing and on-boarding activities include the following: 
 

Audience Activity Lead Timing 
Top Target Partners Introductory Letter/Email Results-Only October 2008 

Top Target Partners 
Information Letter & Letter of 
Support 

Humphrey Institute 
Marketing Partners 

October 2008 

Top Target Partners Introductory Conference Call Results-Only October 2008 

Top Target Partners Meet & Greet Results-Only November 2008 
Top Target Partners Follow Up Conference Call Results-Only November 2008 
U of M & Results-
Only 

Letter of Intent Target Partners December 2008 

Top Target Partners 2nd Meeting Results-Only January 2009 

U of M & Results-
Only 

Firm Commitment 
Top Target Partners 

February  2009 
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6.  Research & Discovery 
 
Every workplace has its own language, nuances, artifacts and style.  Research and discovery is our way of getting 
to know each of the employer partners and how they operate.  Results-Only will sit down with employees and 
managers to listen and learn about the current culture.  Results-Only will walk the floors with the employees and 
get a feel for how they work.  We’ll take note of cultural hurdles and roadblocks that we’ll need to overcome 
together during migration.  Research and discovery is a critical factor in how we customize session interactions 
with the employees at each partner company. 

Activities: 

 
Goal  Activity Participants Conducted By Timing 
Establish a partnership with 
Employer Partner HR 
Resources 

Meeting with HR 
HR & Results-
Only 

Results-Only 
February/March 
2009 

Gather background data on 
the current Employer 
Partner work environments 

Receive HR policies, 
org charts, goals, 
etc. 

HR & Results-
Only 

Employer 
Partner HR 

March 2009 

Understand the manager’s 
perspective of the work 
environment 

Manager Interviews Managers, HR Results-Only 
February – April 
2009 

Understand the employee’s 
perspective of the work 
environment 

Employee 
Interviews 

Employees, HR Results-Only 
February – April 
2009 

Provide an open forum for 
employees & managers to 
discuss the work 
environment and for 
Results-Only to learn 

Focus Groups 
Managers, 
Employees, HR 

Results-Only 
February – April 
2009 

Results-Only gains a “front 
line view” of the work and 
the environment 

Observation & 
Shadowing 

Managers, 
Employees, HR 

Results-Only 
February – April 
2009 

 
 
 

7.  Implementation Plan 

Phase 1: Employer Partner Recruitment 

 
• Strategically identify target employer partners according to the goals of the project. 
• Create marketing materials with the support of project marketing partners  
• Obtain commitments by the end of February 2009 
• Partner with three key employer partners to identify internal change agents/facilitators who will be 

trained in the ROWE change process. 
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• Identify, with Employer partners, a minimum of 1,500 participants (amongst all partners) to participate 
in the ROWE migration process. 

Phase 2: Measurement Establishment 

 
• Establish the ROWE Culture Audit as the tool to measure adaptive change 
• Collaborate with project partners to identify measures impacted by a reduction of traffic during peak 

times.  Measures may include commuting patterns, badge swipe data, self-assessments, and new 
surveys. 

• Assist Employer companies in identifying any other measures impacted by the culture shift.  Measures 
may include productivity, voluntary turnover, and involuntary turnover.  

Phase 3: Two-Day Seminar 
 
• Plan and organize a two-day training seminar. A maximum of 25 participants will be granted access to 

the seminar, including three individuals from each key partner organization and up to 14 individuals 
from other organizations.  No seminar fee will be charged.   

• The three key employer partners will each receive one ROWE Launch Kit. Smaller organizations amongst 
the key partners will have the option to purchase ROWE Launch Kits at a 20% discount off of retail. 

Phase 4: Migration 
 

• Conducting full-scale workplace migrations of approximately 750 of the 1,500 participants. 
• The Migration process takes approximately 24 weeks at each employer site to complete and is 

comprised of three phases as summarized below.  See Scope document for Phase Detail. 
 
Phase 1: Prepare for the Change (weeks 1-6) 

• Research & Discovery 
• Pre-migration Culture Audit 
• Pre-migration Culture Audit Review 
• Leadership Education Sessions 

 
Phase 2:  Set the Change in Motion (weeks 7-12) 

• ROWE Kickoff 
• Sludge Sessions 
• Culture Clinics 
• Manager-only Sessions 

 
Phase 3:  Learn and Evolve (weeks 13-24) 

• Go Live 
• Team Forums 
• Manager Forums 
• Check-in Survey 
• Post-migration Culture Audit 
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Phase 5: Rollout 
 

• Prepare identified Employer Partner change agents to lead the Rollout Phase of the migration 
• Provide ongoing support to the Employer Partner change agents during initial rollout including monthly 

conference calls and administration, interpretation and reporting for the Pre-migration Culture Audit, 
Check-in Survey and Post-migration Culture Audit. 

• Monitor the rollout phase of the migration and coach change agents via monthly conference calls as 
needed 
 

 
 

8.  Measurement Plan 

Results-Only Measures: 
 
Pre-Migration Culture Audit 
 
The move toward ROWE begins with a Pre-migration Culture Audit. The Culture Audit will identify current 
strengths, weaknesses and motivating behaviors. The Audit digs into perceptions between managers and 
individuals in terms of the overall corporate climate and establishes a baseline for measuring the transformation 
of the culture. 
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Check-In Survey 
 
The Check-in Survey is administered 10 weeks from Go Live during this phase to measure and assess the state of 
the organization resulting from ROWE practices.  The survey acts as a barometer, measuring the desired and 
expected behavioral changes that are occurring which will positively impact business goals. Open-ended 
questions give individuals an outlet to verbalize wins and challenges that are discussed during Team Forums. The 
results of this survey offer further proof that the culture is changing. 
 
Post-Migration Culture Audit 
 
The Post-migration Culture Audit is the ‘proof positive’ that the culture has evolved beyond the baseline reading 
at the beginning of the journey.  It also provides a measure of perceived productivity gain that individuals have 
achieved in the new environment. The Post Audit is administered approximately four months post Go Live.   
Audit Results Review 
 
The Pilot Leadership Team will receive an analysis of each Culture Audit in a summary report.  The summary 
report will give a high-level snapshot of the corporate climate as perceived by managers (anyone with direct 
reports) and employees (anyone without direct reports) in the areas of: 

• Health and Well-being  
 Level of stress at work and outside of work and general sense of ‘rest’ (sleep)/ 

alertness/fitness 
• Work Environment 

 Overall level of satisfaction with, and perception of, the work environment 
• Performance 

 Overall perception of performance management attributes 
• Culture 

 Overall perception of the culture based on industry standard cultural attributes 
 
In addition, all managers and employees will have responded to open-ended questions.  Themes found within 
the verbatim comments are also provided as a means to support the analysis in the above listed areas.  The 
Audit Review will be an integrated effort orchestrated in partnership with the Employer Partner’s Internal 
Measurement Expert and/or The Humphrey Institute.  Employer Partner-specific metrics will be identified 
during phase1 of the pilot. 
 

The Humphrey Institute and its Affiliates Measures: 
 
To be defined by The Humphrey Institute and its Affiliates. 

Employer Partner Measures: 
 
To be defined via a collaborative effort between each Employer Partner, Results-Only and the Humphrey 
Institute and its Affiliates. It is expected that all the participant will use web based measurement tools to collect 
telecommuting and commuting behavior. This tool will be provided by the Humphrey Institute and/or its 
affiliates. 
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9.  Facilitators 

Role: 

• Complete facilitation training and observation 
• Facilitate training sessions at intervention sites 
• Identify and communicate change resistance from intervention participants to CRX 
• Complete post-session forms 

Skills Required: 
• Innate grasp of ROWE and its fundamental principles 
• Ability to command the attention of a group and maintain the focus of the group 
• Ability to identify barriers in the room while drawing out reserved participants 
• Ability to troubleshoot and resolve issues on the fly 

10.  Change Implementation Risks & Mitigation Actions 
 
Risk: GENERAL CHANGE Risk Level Risk Likelihood Mitigation Action 

Change Definition: 
Failure to define the change 
can lead to unclear business 
case for implementation, a 
change that is not defined, 
lack of a shared vision, loss of 
credibility, and no alignment 
on what or how to do it  
 

Moderate Moderate 

• Make sure that there is a 
commonly held definition by 
everyone impacted by the change 
of the current/future state (use 
Humphrey Institute resources and 
materials) 

• Build the case for change  
• Insure that you have an 

appropriate time frame, budget, 
human and business objectives to 
support the change  

• a measurement system to clearly 
understand success 

 

Climate: 
Failure to understand the 
historical barriers to 
implementation can 
undermine the organizations 
capacity change 
 

Moderate Moderate 

• Understand the historical 
organizational barriers and 
developing strategies to eliminate 
them  

• Create feedback mechanisms 
where roles can deal with real 
information  

• Identify employee frame of 
reference  

• Align program with other 
organizational key initiatives  

Sponsorship: 
Failure to initiate a 

Moderate Moderate 
• Generate key roles for critical 

people in the implementation  
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sponsorship plan that 
ensures that leaders are fully 
aligned and supportive of the 
change can result in mixed 
messaging, 'lip service' 
messaging, and agents 
assuming Sponsorship tasks. 
 

• Search for common goals for key 
sponsors  

• Anticipate and manage Sponsor 
succession  

• Identify the most high-leverage 
activities for sponsors 

Employee readiness: 
Failure of the Sponsors to 
predict the impact of the 
change, including not 
understanding the 
employees’ frame of 
reference, not anticipating 
resistance and 
underestimating the 
employees’ strength and 
durability to resist the 
change  
 

Low Low 

• Use organizational language 
• Focuse on external drivers  
• Always check for understanding 
• Communicate what won’t change 

Risk: GENERAL CHANGE Risk Level Risk Likelihood Mitigation Action 
Culture Fit 
Failure to consider Sub-
culture differences during 
implementation, Sponsors 
not being aware of the 
culture that currently exists, 
and assuming that what 
works in other organizational 
cultures will work exactly the 
same here  
 

High High 

• Reduce activities that focus more 
on 'image' vs reality  

• Leverage early adopters a higher 
appetite for the change  

• Utilize high-recognition tactics to 
reinforce the desired future state 
of the culture  

• Be prepared to alter the change as 
needed to ensure adoption of 
new behaviors 

 
Reinforcement 
Failure to reward future state 
(instead reinforcing present 
state), and a reward 
structure that is not seen as 
meaningful for employees, as 
well as a management style 
that does not allow for 
outcome based 
reinforcement either 
formally or informally  
 

Moderate Moderate 

• Develop a reinforcement strategy 
that is meaningful based on the 
employees’ frame of reference  

• Make it more difficult for people 
to operate successfully in the 
current state  

• Use both formal and informal 
strategies as motivators to 
reinforce future state 
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Communication: 
Not communicating overall 
UPA project goals. Allowing 
resistors to become more 
powerful than the smart 
mob, formal communication 
that is not monitored for 
effectiveness, and 
messages/vehicles not in the 
frame for the type of change 
or audience or target. Lack of 
leadership behaviors that  
EMR behaviors that are out 
of alignment and do not 
reinforce the change 
 

Moderate Moderate 

• Utilize Humphrey Institute partner 
materials and resources to 
reinforce overall vision of UPA 
project 

• Use the language of the culture 
during migration  

• Check often for Understanding  
• Use many communication vehicles  
• Generate expectations for regular 

communication  
• Evaluate the effectiveness of your 

vehicles  
• A robust plan that maximizes 

change momentum 
 

Risk: ROWE SPECIFIC Risk Level Risk Likelihood Mitigation Action 

Changing ROWE foundational 
elements including 
Guideposts,  Definition and 
inclusive nature 

High Likely 

• Leadership team reads Why Work 
Sucks and How to Fix it. 

• Create the internal “Keeper of the 
Guidepost” for each Guidepost 

• ROWE 2-day training for internal 
facilitator and Intensive coaching of 
HR Support partner 

 

Arresting Change Momentum Moderate Somewhat likely 

• Review customized FAQ document 
with Managers 

• Intensive coaching of Human 
Resource Partner, Executive Sponsor 
and internal facilitator. 

• Frequent touch-base conference 
calls with HR Partner, Executive 
Sponsor, and internal facilitator 

Loss of key internal roles 
including Human Resource 
Partner and Executive 
Sponsor 

Low Not Likely 

• Human Resource Partner engages 
with internal facilitator that has an 
equal amount of passion, energy, 
and influence for the change 

Organizational tension 
created by word of mouth 
about the Pilot 

High Likely 

• Internal communication that 
describes the pilot and Company’s 
commitment to full-scale rollout if 
pilot is deemed successful 

Unwillingness of the 
organization to loosen the 
reins on all internal rules and 

Moderate Somewhat likely 
• Human Resource Partner  and 

internal facilitator coaching 
• Customization and sign-off of 
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policies that are not aligned 
with ROWE for the Pilot team 
(excludes DOL guidelines) 

internal ROWE FAQ document 

Prescribing how the change 
will happen (top down) and 
not engaging the people to 
do the adaptive change work 
(smart mob) 

High Likely 

• Leadership reads Leading with an 
Open Heart by Ron Heifetz and 
Marty Linsky. 

• Leadership reads Why Work Sucks 
and How to Fix It. 

• Human Resource Partner, Executive 
Sponsor and internal facilitator 
coaching 

Action and judgment without 
seeking to understand - both 
sides 

High Likely 

• Research and discovery of partner 
Culture 

• ROWE Panel of Experts as part of 
Leadership Education 

• Leadership reads Why Work Sucks 
and How to Fix It 

Risk: FACILTATOR ROLLOUT  Risk Level Risk Likelihood Mitigation Action 

Inability for facilitator to 
handle opposition of 
participants to change 

Moderate Low 

• CultureRx team attends multiple 
sessions to bolster and support new 
facilitator to EMR adaptive change 
techniques 

• Scheduled conference calls with 
facilitators to coach and prepare for 
next session and debrief past 
session 

Facilitator succession – 
facilitator leaves post mid-
stream 

Low Low 
• Multiple facilitators trained in each 

site that can take over change 
activities 

Facilitator does not have the 
ability to command and lead 
social change 

Moderate Moderate 
• Train multiple facilitators from each 

site; pair up strong facilitators with 
weak facilitators 

 
 



 
21 Exceeding Expectations – Celebrating the Success of eWorkPlace 
Event Summary   

  



“Celebrating the Success of eWorkplace” Event 

 

An event was held on Tuesday, June 21, 2011 from 8 AM to 10 AM at Humphrey School of 

Public Affairs to celebrate that eWorkplace had exceeded expectations and demonstrated a win-

win-win for employers, employees and the community. It was also a chance to honor the star 

employers participating in eWorkplace, appreciate the effort made by project partners, exchange 

experience and ideas, as well as look forward to future opportunities of telecommuting in 

Minnesota. Over 80 people attended the event, including employer and employee 

representatives, policy makers, partner organizations and other stakeholders. The event was 

covered by Minnesota Public Radio on the same day. 

Sue Haigh, the chairwoman of the Metropolitan Council gave the welcome speech. Ms. Haigh 

pointed out the real grand scheme of eWorkplace was not only to focus on congestion and how 

could eWorkplace as a model to help mitigating congestion on the highways, but also a 

“fundamental investment” to attract good work force into Minnesota and develop the regional 

economic competitiveness. It demonstrated a win-win between employers and employees, 

between the public and private; how the two sides worked together to best use limited resources, 

help the economy to grow and help people to work. 

Dave Lagerstrom, CEO of TURCK Inc. presented from a star employer’s perspective the 

benefits of eWorkplace. Mr. Lagerstrom emphasized the importance of having employees fully 

engaged with their work. TURCK employee survey showed that other than salary, the most 

important incentive to employees is work flexibility. eWorkplace as the conduit to increase 

flexibility had actually, as demonstrated by pilot departments at TURCK, boosted productivity. It 

constructed the social part of TURCK’s employee five-aspect well-being system (career, social, 

financial, community and physical).  

Sharon Wall, the Senior Telework Accountability Officer with US General Services 

Administration (GSA) was connected via video call. Ms. Wall shared inspiring ideas from the 

federal perspective. Mobility was one piece of GSA’s three initiatives to build flexible working 

environment and a culture shift. Ms. Wall explained different performance measurement tools 



utilized by GSA, including documenting and calculating telework hours, online traffic data, 

technical difficulties encountered, payroll data, as well as money and green-house gas emission 

saved. The renovation of GSA building was offered as a good example of using telework as a 

tool to improve government innovation and increase facility efficiency: the building that was 

designed to house 2,500 people in fact housed over 4,000 employees after telework was 

introduced. Thus, “work is what you do, not where you are”. 

Adeel Lari, Director of Innovative Finance at State and Local Policy Program and the program 

director of eWorkplace reported the results and return-to-investment. Mr. Lari gave an overview 

of the project, explained the driving forces behind eWorkplace and the approaches taken, 

reported the overall results and looked forward into future actions. As one of the four Ts (tooling, 

technology, transit, telecommuting) advocated by Federal Highway Administration, telework 

provided a useful tool to mitigate congestion. Reducing Vehicle Miles Travelled was found in 

various studies to bring even faster reduction in congestion and telework effectively took 

vehicles off highways. Tax credit and cash incentives to employers had been tried in other places 

but were not deemed as sustainable options. Education and outreach should be the key that could 

actually cause cultural change. eWorkplace’s IT, consultancy, marketing and communication 

tools were shared with attendees as what made the project succeed and sustain. The 9-1 return-

of-investment ratio in a five-year period was an impressive result and did not include 

productivity gain and life-work-balance benefit. Looking forward, Mr. Lari pointed out that the 

challenge of telework was mostly cultural, not technical; thus the lesson was learned to cultivate 

a strong top-down support. Mr. Lari proposed that the State Climate Action Plan should consider 

how to use telework as a way to deal with the climate change issue. Looking at the policy 

environment in Minnesota and across the country, Minnesota Department of Transportation 

(MnDOT) was sponsoring a University of Minnesota research on the “bottom line” benefits and 

more concrete benefits of telework would be quantified. The state legislature had discussions, 

although no bill was passed, about giving tax credit to employers supporting teleworking. In 

January, the federal law was passed to encourage telecommuting. Overall, there was an evolving 

and optimistic prospect for future telework effort. 

Three panelists from different backgrounds shared with the crowd how they saw eWorkplace 

moving forward and what they perceived of the future of telework in the region. Representative 



Frank Hornstein praised the multifaceted benefits of eWorkplace and focused his comment on 

the politics of telework in Minnesota. He described telework as the “cause for optimism” and one 

of the few issues to bridge the partisan divides. The Urban Partnership Agreement grant was an 

excellent illustration of the successful bipartisan effort. Therefore, pushing forward telework in 

Minnesota would be Representative Hornstein’s top legislative action next year. Cathy Lambert, 

Director of Culture and Inclusion from Ecolab, shared from a Human Resources perspective the 

cultural aspect of telework. Developing work flexibility, measuring performance by results 

instead of face time, staying reason blind and sharing ownership with employees in terms of 

working style were several key components of the cultural shift initiated by Ecolab. Bob Deboer, 

Director of Policy Development from Citizens League, stated that the evaluation results from 

UPA were good resources for policy advocates and the general public to see how telework would 

affect the direction of transportation policy. Telework provided an innovative alternative to solve 

the shortage of budget for infrastructure construction and maintenance. Mr. Deboer stated that 

Citizens League had assembled a group to focus on telework related issues and this group would 

advocate for teleworking in the following years. Audience asked question about possible tax 

break as an incentive for employers to continue telewoking. Representative Hornstein 

emphasized the importance of cultivating the cooperation between the public and private sector 

and called for the collaborative effort from the business sector to push for legislation on 

teleworking. 

Ken Buckeye from MnDOT made the closing remarks on behalf of Nick Thompson, the Director 

of Policy, Safety and Strategic Initiatives. MnDOT itself was an active participant of eWorkplace 

and had 67 employees enrolled in the project. Mr. Buckeye pointed out that Minnesota had been 

a leading state in terms of promoting telework and treating it equally as other three Ts in 

reducing congestion. The result of eWorkplace had exceeded MnDOT’s original expectation as 

well as that of other stakeholders. eWorkplace also received recognitions from several national 

awards and this illustrated the success of the project. Moving forward, the eWorkplace brand 

would be continued in the market place by Metropolitan Council and Humphrey School of 

Public Affairs, and Transportation Management Organizations would keep telecommuting as an 

essential part of their toolbox. From a transportation perspective, congestion management in the 

system would be improved, and most importantly, it could be done cost-effectively by 

teleworking.  



 

 
 
 

Tuesday, June 21, 2011 
8:00 am —10:00 am 

Cowles Auditorium and Atrium 
Hubert H. Humphrey School of Public Affairs 

University of Minnesota 
 
 

Moderator: John Doan, SRF Consulting Group 
 
8:00 Breakfast & Registration 
 
8:30 Welcome   
 Sue Haigh, Metropolitan Council  
 
8:45 What Works About eWorkPlace  

Dave Lagerstrom, CEO, TURCK Inc. 
 
9:00 Inspiring Ideas from the Federal Perspective (via video conference) 

Sharon Wall, Senior Telework Accountability Officer, U.S. General Services Administration 
 

9:10 It’s About Results 
Adeel Lari, Research Fellow, University of Minnesota Humphrey School 

  
9:25 Reaction Panel & Audience Discussion  

Frank Hornstein, MN House of Representatives  
 Cathy Lambert, Director of Culture and Inclusion, Ecolab  

Bob DeBoer, Director of Policy Development, Citizens League 
  
9:50 Closing Remarks 
 Nick Thompson, Division Director – Policy, Safety & Strategic Initiatives, Mn/DOT 
 
9:55 Recognition of eWorkPlace Star Employers  
 One representative from each employer is invited to the stage to be recognized. 
 
 
• eWorkPlace employer participants are invited for group photo opportunities in the Atrium after the 
event. Press availability following program in Atrium. 
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Presentation Outline
 eWorkPlace  

– Overview
– Driving Forces

 Work Plan Approach
 Telework Benefits and Overall Results
 Conclusions and Next Steps

2



eWorkPlace is state sponsored program 
for metro area employers interested in implementing 

a telework business strategy to achieve cost 
reductions along with increased productivity, work 

quality, and morale.

3Part of the federal Urban Partnership Agreement.



eWorkPlace Overview



Driving Forces

 Traffic Congestion Doesn’t Have to be Accepted!
 Same Old Approach Will Produce Same Results
 Fed’s challenge to use the four Ts:  Tolling, Transit, 

Technology and Telecommuting to manage congestion
 Minnesota selected to be one of five Urban Partnership 

Agreements
 Must measure results
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The Costs of Congestion

 The financial cost of congestion:
– 4.2B hours of delay and 2.8B gallons of wasted 

fuel annually*
– Almost $200B after accounting for unreliability, 

inventory, and environmental costs across all 
modes**

– In 2009 Twin Cities metro area congestion cost 
$1.5 billion in delays and wasted fuel

 Congestion hurts family and civic life, 
impacting:
– Where people live and work
– Where they shop
– How much they pay for goods and services Congestion on I-95 in Northern Virginia

* Texas Transportation Institute, 2009 Urban Mobility Report
** USDOT internal analysis
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Benefits build on each other: 
Congestion rises/falls faster than traffic

 In 2008, US traffic congestion fell by historic amounts.
– Urban congestion declined by 30 percent overall
– Improved at every hour of the day.
– The dramatic decline almost universal: 

down in 99 of 100 largest metro areas. 

 Source of gains
– On urban interstate highways, total vehicle miles traveled in the 

US declined by about 3 percent compared with 2007

 Source of data
– INRIX: tens of billions of reports from GPS-equipped vehicles. 

(http://scorecard.inrix.com/scorecard/)



eWorkPlace 
Work Plan



Work Plan

• Identify Target Employers

• Marketing and Education

• Recruitment

• Migration

• Evaluation and Measurement
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eWorkPlace Implementation 
Partners

 CultureRx
– Implement Results-Only Work Environment (ROWE) in 

organizations through its products and services

 Transportation Management Organizations (TMO’S)
_ Help organizations implement traditional telework by providing 

expert services

10



ROWE—Results Only Work 
Environment

 Deep impact on the business 
culture, operation and mindset of 
the management and personnel

 No schedules.  People make 
choices about where and when 
work is done.

Free to work where ever you want, when ever 
you want, as long as the work gets done.



Telework
 Telework (also known as telecommuting) is a business 

strategy and work process that enables employees to 
work from a remote location and be connected to the 
office and clients via technology—internet, phone, and 
mobile devices

12



Telework

 Telework can be performed on a full or part-time basis 
and is often complemented with flexible scheduling

 Seamless and transparent way of doing business with 
customers and coworkers
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program services



Program Services
 Wealth of telework information via the eWorkPlace 

website, toolkits, and blog
– Managers’ guide
– Selection guide and checklist
– Solutions to issues/barriers
– Case studies (employer & teleworker)
– Business reports
– White papers
– Ask the Expert corner

15



Program Services
 Customizable telework tools

– Policy templates
– Telework discussion guide
– Quick start options
– Success metrics

 Join and learn from a network 
of professionals implementing telework—best practices 

 Free telework and IT consultant services to qualified 
employers— over 40 years of national expertise based in 
the Twin Cities

16



Market Research

– To better understand the barriers and opportunities 
that exist for telecommuting and provide input in the 
development of a Marketing/Communications 
(MARCOM)

– To provide input into branding, advertising and 
marketing/educational materials.





Evaluation plan

 Longitudinal survey of eWorkplace participants
– Start of program
– 3 months after
– 9 months after

 Commute Tool / Diary
– Weekly commuting behavior
– Perception of telework
– Trip diary: compare a telework day and an office day



Evaluation Objectives

 Observe changes in attitudes towards telework
– Productivity
– Available work hour
– Preferred number of telework days

 Observe changes in travel behaviors
– Modes
– Number of trips
– Length (VMT)
– Time of day (peak vs. non-peak)
– I-35W and I-394 usage



Collection method



the bottom line



Participation

 48 Employers
– Non-profit (e.g. Fairview, Wilder)
– Public (e.g. Hennepin and Carver Counties)
– Private (e.g. Turck, Ecolab)

 4212 employees
– Participants per employer range from 1 – 1400
– Employees participating in surveys: 1005
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Road Less Traveled



155,400
Estimated Weekly Miles of Travel 

Saved



5,000
Weekly Peak-period Trips on I-

35W and I-394 Saved
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Emission Impacts
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Increased Productivity

67% Employees 
Reported Increased 
Productivity

59% Employees 
Reported Increased 
Available Work Hours



55
Average Weekly Time Savings 

per Teleworker (minutes)



$1,500
Estimated Accrued Annual 

Employee Savings



$6.36 million
Estimated Annual Benefit

9 to 1   R.O.I over 5 years



Employer Survey
 75% felt productivity stayed the same or 

increased 

 95% plan to continue or expand their telework 
program

 Benefits: Increased job satisfaction, productivity, 
and reduced absenteeism 

 Challenges: More cultural than technical

 Lessons: Seek strong “top down” support.  Start 
with a pilot. Use resources available    
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• Transportation cause of 1/3 of gas 
emission

• Even 55 miles per gallon efficiency 
standard will have modest impact (Sec. 
Ray LaHood)

• VMT reduction is the only way 
• Telecommuting maybe the best option
• State Climate Action Plan

Looking Forward



Moving Forward

 MnDOT is sponsoring University 
research on “Bottom Line” benefits
 State Initiatives
 Federal Law
 Maintain website
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Thank You
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FOR IMMEDIATE RELEASE 
 
Media Contact: 
Nancy Whitman 
Telework Exchange, LLC 
(703) 859-1898 
nwhitman@teleworkexchange.com  

 
 

Telework Exchange Honors the Best in Government Telework  
 

2010 Tele-Vision Awards Recognize the Air Force Research Laboratory, Centers for Disease Control and 
Prevention, Patent and Trademark Office, Minnesota, and Virginia 

 
ALEXANDRIA, Va., June 8, 2010 – Telework ExchangeSM, a public-private partnership focused 

on eliminating telework gridlock, announced the recipients of the 2010 Tele-Vision Awards today at 

an awards ceremony in Washington, D.C.  The 2010 Tele-Vision Awards program, sponsored by 

Citrix Systems, recognizes excellence in government telework programs, including agency 

accomplishments and individual contributions to telework success.   

 
An independent panel of judges, composed of professionals from government, industry, and 

affiliate organizations with experience managing, implementing, funding, and maintaining telework 

programs for public-sector organizations, selected the Tele-Vision Awards winners.  Details on the 

award-winning programs and individuals are available at www.teleworkexchange.com/2010awards. 

 
Telework Exchange recognized winners in seven categories:   

 Best New Telework Initiative 
Organization:  Centers for Disease Control and Prevention  
Program:  Telework Improvement Initiative 

 
 State and Local Government Telework Program 

Organization:  Minnesota Department of Transportation 
Program:  eWorkPlace 

 
 Excellence in Telework Leadership  

Organization:  Virginia Department of Taxation 
Program:  Telework Program 

 
 

– more – 
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 Innovative Application of Technology to Support Telework 
Organization:  United States Patent and Trademark Office 
Program:  ERA Portal 

 
 Telework Program with Maximum Impact on Government  

Organization:  ATSPI Technology Office, Air Force Research Laboratory 
Program:  Lightweight Portable Security (LPS), DDR&E Software Protection Initiative 

 
 Federal Telework Driver Award 

Honoree:  Danette Campbell, Senior Telework Advisor 
Organization:  United States Patent and Trademark Office 

 
 State Telework Driver Award 

Honoree:  Janie E. Bowen, Virginia Tax Commissioner 
Organization:  Virginia Department of Taxation 

 
“At the Patent and Trademark Office, the telework program is a means to help the agency 

accomplish its mission and achieve its goals,” said Danette Campbell, Senior Telework Advisor, 

United States Patent and Trademark Office and recipient of the 2010 Tele-Vision Federal Driver 

Award.  “As a result, the agency has been able to increase productivity, avoid the costs associated 

with securing additional real estate, recruit and retain top talent and position the agency as an 

employer of choice.  I am honored to receive the 2010 Tele-Vision Federal Driver Award and look 

forward to continuing to expanding this award-winning telework program.”  

 
“Telework has transformed how we do business at the Virginia Department of Taxation,” 

said Janie E. Bowen, Virginia Tax Commissioner and recipient of the 2010 Tele-Vision State Driver 

Award.  “This single change not only improved productivity, but raised employee morale at the 

same time, both for a modest cost.  It has also given us tremendous flexibility to provide an instant 

response to weather and other emergencies by having a fully-equipped off-site work force ready to 

go on a moment’s notice.”  

 
“Congratulations to the 2010 Tele-Vision Award winners,” said Tom Simmons, Vice 

President, U.S. Public Sector, Citrix Systems.  “These winners reflect the best-of-the-best in 

government telework and serve as key resources for others as they look to expand existing telework 

programs.” 

 
 

– more – 
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 “We are delighted to honor these exceptional individuals and programs, and look forward to 

working with them to continue the growth of telework across the public sector,” said Cindy Auten, 

General Manager, Telework Exchange. 

 

More information on the winning programs and individuals, as well as the 2010 Tele-Vision 

Awards program is available at www.teleworkexchange.com/2010awards. 

 

About Telework Exchange, LLC 

Telework Exchange is a public-private partnership focused on demonstrating the tangible 

value of telework and serving the emerging educational and communication requirements of the 

Federal teleworker community.  The organization facilitates communication among Federal 

teleworkers, telework managers, and IT professionals.  For more information on Telework 

Exchange, please visit www.teleworkexchange.com. 
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Productivity. Innovation. Efficiency.
With the Twin Cities population expected to grow by 

1,000,000 people by 2030, new and innovative demand 

management approaches, such as telework, are needed 

to more efficiently use our transportation infrastructure 

and reduce congestion. 

eWorkPlace is a ground-breaking, state-sponsored, 

telecommuting program for Twin Cities employers, 

which enabled employees to work remotely in an effort 

to reduce rush-hour trips. The SRF Team collaborated 

with the Minnesota Department of Transportation, 

University of Minnesota’s Humphrey School, Metro 

Transit, and the region’s five transportation management 

organizations to  launch eWorkPlace and provide public 

outreach, marketing, telework, and evaluation services.

Over an 18-month period, 3,000 workers participated in 

eWorkPlace and telecommuted an average of 2.2 times 

per week. As detailed at left, the success of eWorkPlace 

demonstrates the potential for telework to relieve con-

gestion while reducing both greenhouse gas emissions 

and the need for increased infrastructure.

By embracing eWorkPlace as an effective transportation 

demand management strategy, telecommuting chal-

lenges conventional thinking that the road to higher 

productivity may not be a road at all.

* 2011 American Council of Engineering Companies 
Honor Award - Studies, Research & Consulting * 

E N G I N E E R S

P L A N N E R S

D E S I G N E R S
Consulting Group, Inc.

The Average  
eWorkPlace  
Participant Saves…

•	 more than $27.25 
per week in fuel and 
vehicle maintenance 
costs. Annually, 
this comes to 
about $1,300 per 
teleworker. 

•	 approximately 82 
minutes in commute 
time per week by 
teleworking. Over the 
course of a year, this 
represents over 65 
hours (more than 
one work week) 

1,860 1,860 1,860 1,907 2,006 2,013 2,210 2,415 2,468 2,520 2,520 3,000 

4.72 4.72 4.72 
4.84 

5.09 5.11 

5.61 

6.13 
6.26 

6.39 6.39 

7.61 

Mar�09 May�09 Jul�09 Sep�09 Nov�09 Jan�10 Mar�10 May�10 Jul�10 Sep�10 Nov�10 Jan�11 

Month�Year 

Number of
Participants 

Average Annual CO
2
 

Savings (pounds)    

 

X

XXX

This is 
equivalent 
to planting 
1,280 acres 
of forest.



 
 
 

The 2010 Telework Exchange Tele-Vision Awards Program 
 

News: Telework Exchange Honors the Best in Government Telework  

The 2010 Telework Exchange Tele-Vision Award recipients were honored at an awards ceremony on Tuesday, June 8, 2010 at the 
City Club of Washington at Columbia Square in Washington, D.C. The ceremony featured guest speaker Bill McAlpin, Chief, 
Manpower and Personnel Systems Support Division at the Defense Information Systems Agency and 2009 recipient of the Federal 
Telework Driver award. 

The 2010 Telework Exchange Tele-Vision Awards recognize excellence in government telework programs and their accomplishments 
in the following categories: 

• Excellence in Telework Leadership  
• Innovative Application of Technology to Support Telework  
• Best New Telework Initiative (Implemented or Significantly Expanded During the Last 12 Months)  
• Telework Program with Maximum Impact on Government  
• State and Local Government Telework Program  
• Telework Driver Award (Individual Awards Given for Federal and State and Local Drivers)  

State and Local Government Telework Program 
Organization: Minnesota Department of Transportation 
Program: eWorkPlace 
 
In 2009, the Minnesota Department of Transportation sponsored and developed the eWorkPlace initiative to reduce congestion in the 
Twin Cities of Minneapolis and St. Paul. The program, which encourages local employers to offer a telework option, to date has 30 
employers enrolled, representing more than 2,400 teleworking participants. The companies involved have reported significant cost-
savings, increased recruitment and retention rates, and productivity increases attributed to the eWorkPlace initiative. 
Simultaneously, their employees benefit from reduced commuting time, aggravation, and cost, and report increased job satisfaction 
with more improved work-life balance. 
 
To ensure lasting results, eWorkPlace provides employees and employers with access to a free and secure online Commute Tool to 
evaluate their potential reduction of vehicle miles travelled and emissions, as well as time and money saved by teleworking. It offers 
options to survey participants, gauges who is using the program, and can provide employers with feedback about how well their 
employees like teleworking.  
 
After the first year, eWorkPlace participants agree that teleworking employees are more engaged and productive – as evidenced by 
one CEO's comment, "A major advantage of our telework strategy is the loyalty and commitment of our customer representatives. 
The convenience and flexibility of their jobs has kept our turnover minimal." In addition, managers and employees from multiple 
organizations report they are experiencing less stress, better well-being, higher expectations, and improved interpersonal 
relationships. 
 
This is a program that can work for most communities and reduces greenhouse gas emissions. A Carver County, MN Commissioner 
noted, "Less commuting for our residents means more people running errands, eating lunch and shopping right here in our 
community rather than at businesses near their far-away workplaces. We see it as a potential boost to our County's economic health, 
which might be coming at a perfect time for many of our small businesses." 

 
The Minnesota Department of Transportation won the Tele-Vision Award for State and Local Government Telework Program for their eWorkPlace. 

http://archive.teleworkexchange.com/pdfs/2010-Tele-Vision-Awards-Press-Release-FINAL-060810.pdf�
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1.0 INTRODUCTION 

This report presents the test plan for collecting and analyzing information on the use of 
telecommuting, Results Only Work Environment (ROWE), and flexible work arrangements for 
the National Evaluation of the Minnesota Urban Partnership Agreement (UPA) under the United 
States Department of Transportation (U.S. DOT) UPA program.  This information will be used 
in examining the telecommuting, congestion, environmental, equity, business impacts, and cost 
benefit analyses contained in the Minnesota UPA National Evaluation Plan.  This is one of 11 
test plans identified in the Minnesota UPA National Evaluation Plan. 

The test plan begins with a brief overview of the Minnesota UPA projects, the telecommuting 
analysis, and the relationship between the analysis areas and the test plans outlined in the 
Minnesota UPA National Evaluation Plan.  The test plan presents the sources and availability of 
information on employers and employees participating in the telecommuting, ROWE, and 
flexible work arrangements program.  Potential risks associated with the data and the data 
collection and analysis activities are discussed, and the data analysis techniques are described.  
The schedule and responsibilities for collecting, analyzing, and reporting on the telecommuting 
analysis are also presented. 

1.1 The Minnesota UPA 

Minnesota was selected by the U.S. DOT as an Urban Partner to implement projects aimed at 
reducing congestion based on four complementary strategies known as the 4Ts: Tolling, Transit, 
Telecommuting/Travel Demand Management (TDM), and Technology.  Under contract to the 
U.S. DOT, a national evaluation team led by Battelle is assessing the impacts of the projects in a 
comprehensive and systematic manner in Minnesota and other sites.  The national evaluation will 
generate information and produce technology transfer materials to support deployment of the 
strategies in other metropolitan areas.  The national evaluation will also generate findings for use 
in future federal policy and program development related to mobility, congestion, and facility 
pricing.   

The Minnesota UPA partners include the Minnesota Department of Transportation (Mn/DOT), 
the Twin Cities Metropolitan Council, Metro Transit, the City of Minneapolis, Minnesota Valley 
Transit Authority (MVTA), and Anoka, Dakota, Ramsey, and Hennepin counties.  The Center 
for Transportation Studies and the Hubert H. Humphrey Institute of Public affairs at the 
University of Minnesota are also partners in the UPA. 

The Minnesota projects are focused on reducing traffic congestion in the I-35W corridor and in 
downtown Minneapolis.  ITS technologies underlie many of the Minnesota UPA projects, 
including those focused on tolling, real-time traffic and transit information, transit signal priority, 
and guidance technologies for shoulder-running buses.  Figure 1-1 highlights the general location 
of the various Minnesota UPA projects, which are described below. 

• High Occupancy Toll (HOT) Lanes.  The HOT lanes on I-35W represent a major 
component of the Minnesota UPA.  This element includes expanding the existing HOV 
lanes to HOT lanes and constructing new HOT lanes.  The HOT lanes will be 
dynamically priced.  The existing HOV lanes on I-35W from Burnsville Parkway to  
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I-494 will be expanded into dynamically priced HOT lanes.  A new dynamically priced 
HOT lane will be added on I-35W from I-494 to 46th Street as part of the reconstruction 
of the Crosstown Commons Section. 

• Priced Dynamic Shoulder Lane (PDSL).  The second tolling element of the Minnesota 
UPA is the implementation of a PDSL on I-35W in the northbound direction from  
46nd Street to downtown Minneapolis.  The PDSL incorporates active lane management 
techniques and technologies, including speed harmonization. 

• Auxiliary Lanes.  An auxiliary lane and collector ramp is being constructed on I-35W in 
the northbound direction from 90th Street and I-494.  An auxiliary lane is being 
constructed on I-35W in the southbound direction from 106th Street to Highway 13. 

• Park-and-Ride Facilities.  A total of six new or expanded park-and-ride facilities will be 
constructed as part of the Minnesota UPA.  Two of the park-and-ride facilities are on  
I-35W north of downtown Minneapolis, one is on I-35W south of downtown 
Minneapolis, and three are on Cedar Avenue.  The following describes the general 
facility locations and the anticipated number of parking spaces.  A new 500-space 
parking ramp will be constructed adjacent to the existing 1,000-space parking lot at  
95th Ave along I-35W North in Blaine.  A new 460-space parking ramp will be 
constructed along I-35W North in Roseville.  A new 750-space parking ramp will be 
constructed along I-35W south in Lakeville.  A new 120-space parking lot with an 
enclosed passenger waiting facility will be constructed along Cedar Ave at Highway 13 
in Eagan.  A new 200-space parking lot will be constructed along Cedar Avenue at 
180th Street in Lakeville.  A new 500-space parking ramp, a 250-space surface lot, and a 
side platform station will be constructed along Cedar Ave at 155th Street in Apple 
Valley. 

• New Buses.  A total of 27 new buses will be purchased as part of the Minnesota UPA.  
These vehicles include a mix of standard, hybrid, and coach buses.  The buses will be 
used to operate new and expanded express bus service. 

• Downtown Minneapolis Dual Bus Lanes on Marquette and 2nd Avenues.  Double 
contraflow bus lanes are being constructed on Marquette and 2nd Avenues in downtown 
Minneapolis.  Called the MARQ2 project, the lanes replace existing single contraflow 
lanes on each avenue.  The project also includes construction of wider sidewalks, and 
improved lighting, landscaping, and passenger waiting areas. 

• Transit Advantage Bus Bypass Lane.  A “Transit Advantage” bus bypass lane/ramp 
has been constructed to facilitate the movement of northbound buses at the Highway 
77/Highway 62 intersection.  A new bus-only left-turn lane has been constructed and new 
traffic signals have been installed to allow buses to make a left turn from Highway 77 to 
Highway 62. 

• Cedar Avenue Lane Guidance System.  A lane guidance system for shoulder-running 
buses will be developed, implemented, and operated on Cedar Avenue.  The system 
includes lateral guidance assistance, collision avoidance, and AVL technology.  Lane 
assistance feedback will be provided to the bus operator through a “heads up” windshield 
display, a vibrating seat, and an active steering wheel. 
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Figure 1-1.  General Location of Minnesota UPA Projects 
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• Real-Time Transit Information and Real-Time Traffic and Transit Information.  
Real-time transit information, including next bus arrival information, will be provided 
along the MARQ2 lanes in downtown Minneapolis and park-and-ride facilities.  Dynamic 
message signs along I-35W will display real-time traffic and transit travel times to 
downtown Minneapolis. 

• Transit Signal Priority.  Transit signal priority will be implemented along a contiguous 
stretch of Central Avenue north of downtown Minneapolis, and at selected locations 
around two park-and-ride facilities. 

• Telecommuting.  The telecommuting element of the Minnesota UPA focuses on 
increasing the use of ROWE, telecommuting, and flexible work arrangements throughout 
the region, including increasing the number of teleworkers and/or workers on flexible 
schedules in the I-35W corridor by 500 individuals.  ROWE provides employees 
flexibility in the work location and hours by focusing on performance and results rather 
than presence at the office during standard work hours.  ROWE is used extensively at 
Best Buy Corporation, headquartered in Minnesota.  The UPA telecommuting component 
seeks to increase its use by other businesses in the region.  The telecommuting element is 
funded entirely with state funds. 

 
The Transit Advantage project became operational in December 2008.  The majority of projects 
will be in operation by December 2009.  The I-35W HOT lanes in the Crosstown Commons 
Section, the Cedar Avenue Lane Guidance System, and the Cedar Avenue Transit Station are 
scheduled for completion by October 2010. 

1.2 Minnesota UPA National Evaluation Plan and Use of Data Obtained in the 
Telecommuting Test Plan 

The Minnesota UPA National Evaluation Plan focuses on the 12 analysis areas outlined in the 
National Evaluation Framework (NEF)1

The remainder of this report is divided into three sections.  Chapter 2.0 presents the data sources, 
data availability, and potential risks for evaluating the telecommuting, ROWE, and flexible work 
arrangement elements of the Minnesota UPA.  Chapter 3.0 describes the techniques for 
analyzing the telecommuting information.  Chapter 4.0 presents the schedule and responsibilities 
for completing the telecommuting test plan. 

 and 11 test plans.  Table 1-1 presents the relationships 
among the analysis areas and the test plans.  The telecommuting data test plan will be used in the 
telecommuting analysis.  Table 1-2 presents the telecommuting test plan data element and the 
measure of effectiveness and the hypothesis/question that the data will be used to help answer.  
The Surveys, Interviews, and Focus Groups Test Plan describes the surveys of participating 
telecommuters, which provide key data for completing the telecommuting analysis. 

                                                 
1The document is available online at following website: 
http://www.itsdocs.fhwa.dot.gov//JPODOCS/REPTS_TE//14446 
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Table 1-1.  Relationship Among Test Plans and Evaluation Analysis 
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Table 1-2.  Telecommuting Test Plan Data Elements Use in Testing Evaluation 
Hypotheses/Questions 

Minnesota 
Transit Data Element 

Minnesota UPA  
Measure of Effectiveness 

Minnesota UPA 
Hypotheses/Questions* 

1. Humphrey Institute – Record of 
Participating Employers/Employees 

• Number of participating 
employers and employees MNTele/TDM-1 

*Listed are acronyms corresponding to hypotheses/questions to be addressed with data from this test plan.  An 
explanation of these acronyms can be found in Appendix A, which contains a compilation of the hypotheses/ 
questions for all the analysis areas from the Minnesota UPA National Evaluation Plan.  The Surveys, Interviews, 
and Focus Group Test Plan describes the surveys of participating telecommuters, which will be used in the 
telecommuting analysis and other analyses. 
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2.0 DATA SOURCE, AVAILABILITY, AND RISKS 

2.1 Data Source 

The telecommuting element of the Minnesota UPA is funded by the state, with no federal 
resources.  The Hubert H. Humphrey Institute of Public Affairs at the University of Minnesota is 
overseeing the telecommuting, ROWE, and flexible work arrangements program.  As a result, 
the data for the telecommuting analysis will be obtained from the Humphrey Institute and their 
contractors. 

The Minnesota UPA telecommuting program elements and process are outlined in two 
documents – Urban Partnership Agreement Telecommuting Program for the Twin Cities2 and 
Telework Initiative Implementation Plan.3

The goal outlined in the Implementation Plan is to promote increased use of telework, ROWE, 
and flexible work scheduling to reduce peak period commuting by eliminating trips or shifting 
travel to off-peak hours.  The identified target is to establish or expand telework programs to 
retain a minimum of 2,700 employee participants for at least three months.  The focus is on mid- 
to large-sized employers. 

  The scope of the program has been expanded from 
the target of 500 telecommuters in the I-35W corridor identified in the Minnesota UPA term 
sheet to a metropolitan-wide focus.  The term telework is being used to implement the program 
as it appears to better resonate with employers. 

The five Transportation Management Organizations (TMOs) in the region are conducting the 
telework recruiting activities.  The TMOs are Downtown Minneapolis, Anoka County, I-494 
Commuter Services, St. Paul Smart-trips, and Metro Transit Commuter Services.  CultureRx 
LLC, which is a consulting firm specializing in the adoption of ROWE, is also responsible for 
working with employers interested in implementing ROWE.  The implementation plan includes 
five task teams to develop, implement, manage, and evaluate the program.  The task teams focus 
on project management, marketing and branding, recruitment, consulting and training, and 
evaluation. 

The Humphrey Institute is monitoring and evaluating all elements of the telework program, 
including employee productivity, employer costs, and other factors for all participating 
employers.  The national UPA evaluation has a narrower focus.  The national evaluation team is 
interested in the impacts of the telework program on traffic congestion in the I-35W corridor.  
As a result, the national evaluation is interested is the number of employees currently using  
I-35W who switch to telework, ROWE, or alternative work arrangements, thereby eliminating 
trips from I-35W or changing travel times to less congested time periods. 

As described in this test plan, data on employers and their employees participating in the 
telework, ROWE, and flexible work arrangements program will be obtained from the Humphrey 

                                                 
2 Urban Partnership Agreement Telecommuting Program for the Twin Cities, Hubert H. Humphrey Institute of 
Public Affairs, University of Minnesota, March 3, 2009. 
3Telework Initiative Implementation Plan, Hubert H. Humphrey Institute of Public Affairs, University of Minnesota, 
and SRF Consulting, April 17, 2009. 
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Institute.  The surveys to be used to fully assess the influence of the telecommuting, ROWE, and 
flexible work arrangements program are presented in the Survey, Interviews, and Focus Groups 
Test Plan. 

Hubert H. Humphrey Institute of Public Affairs Participating Employer and Employee 
Records.  The data source for this test plan is the employers participating in the telework, 
ROWE, and flexible work arrangements program.  Information from these employers on 
participating employees will also be used as available. 

The Humphrey Institute will maintain records on the total number of employers and employees 
in the program.  Table 2-1 provides an outline of the data the national evaluation needs from the 
Humphrey Institute on an ongoing basis to track participating employers and employees.  Use of 
this table is intended to provide an easy mechanism for obtaining updated information on 
employers and their employees participating in the telecommuting elements of the Minnesota 
UPA. 

Table 2-1.  Basic Information on Participating Employers 

Participating Company  
Address  
Location  

I-35W Corridor  
Downtown Minneapolis  
I-494 Corridor  
Other  

Type of Telecommuting  
ROWE  
Telework  
Alternative Work Arrangement  

Number of Employees  
Number of Eligible Employees  
Number of Participating Employees  
Number of Participating Employees 
Using I-35W in Commute  

2.2 Data Availability 

The data needed to identify employers and employees participating in telework, ROWE, and 
flexible work arrangements will be provided monthly by the Humphrey Institute and maintained 
in a database.  For each participating employer, the information in Table 2-1 will be provided by 
the Humphrey Institute to the Battelle team on a monthly basis throughout the project. 
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2.3 Potential Risks 

There do not appear to be any significant risks associated with obtaining information on the 
employers participating in the telework, ROWE, and flexible work arrangements program from 
the Humphrey Institute.  The telecommuting program involves ongoing marketing, recruitment, 
participation, and evaluation.  Marketing activities and recruiting employers and employees have 
been initiated.  Two major employers, Fairview Hospital and Hennepin County, have begun 
participating.  The ongoing nature of the program, with employers and employees joining at 
different times throughout the pre- and post-deployment period of other UPA projects, may 
cause some scheduling challenges for the national evaluation.  To help mitigate any potential 
risks, members of the Battelle team will remain in regular contact with researchers at the 
Humphrey Institute to ensure the ongoing exchange of information.
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3.0 DATA ANALYSIS 

The data analysis for this test plan is basic and straight forward.  The number of participating 
employers will be monitored and recorded.  Employers located in the I-35W travel shead – 
including downtown Minneapolis and the I-494 corridor – will be identified.  To the extent 
information is available, the number of participating employees will be recorded and those with 
an origin or destination in the I-35W corridor will be identified for follow-up in obtaining 
information from the Survey, Interview, and Focus Group Test Plan.   

Table 3-1 outlines how the data obtained from the participating employers will be examined and 
summarized.  The data provided by the Humphrey Institute will be examined on a monthly basis.  
The number of participating employers and employees will be tracked and a trend line will be 
established and updated monthly.  The growth in participation will be examined along with 
changes in commuting behavior resulting from other UPA projects. 

Table 3-1.  Summary Information on Participating Employers 

 Number 
Total Participating Employers  

Employers in I-35W Corridor  
Employers in Downtown Minneapolis  
Employers I-494 Corridor  

Employers in I-35W Corridor  
ROWE  
Telework  
Alternative Work Arrangement  

Total Number of Employees  
Total Number of Eligible Employees  
Total Number of Participating Employees  
Total Number of Participating Employees 
Using I-35W in Commute  
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4.0 SCHEDULE AND RESPONSIBILITIES 

The Humphrey Institute is responsible for oversight of the telework, ROWE, and flexible work 
arrangements project.  The Humphrey Institute’s contractors are responsible for program 
development, market research, brand development, employer outreach and recruitment, 
employer assistance, participant registration, data collection among participating employees and 
employers, and data compilation and reporting.  The TMOs are also playing a major role in 
outreach, recruitment, employer assistance, and other activities. 

Table 4-1 presents the overall schedule from the implementation plan.  Program activities have 
been initiated, including employer recruitment.  To date, two major employers, Fairview 
Hospital and Hennepin County, are participating in the program.  The schedule in Table 4-1 
shows recruitment continuing until April 2010, with consultation, performance measurement, 
and reporting continuing until June and July 2010. 

Battelle team members will receive monthly updates on participating employers from the 
Humphrey Institute over the life of the program.  Battelle team members will summarize 
available information for the two interim reports and the final evaluation report. 

The responsibilities for collecting and analyzing the data on employers participating in the 
program are summarized below. 

• Humphrey Institute researchers will provide monthly updates on the employers and 
employees participating in the telework, ROWE, and flexible work arrangements 
program to the Battelle team. 

• Battelle team members will analyze information on employers and employees 
participating in the telework, ROWE, and flexible work arrangements project provided 
by the Humphrey Institute.  Members of the Battelle team will examine the employer and 
employee data related to the I-35W corridor and will incorporate the findings into the 
interim and final evaluation reports. 
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Table 4-1.  Overall Schedule from the Implementation Plan 
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 APPENDIX A – COMPILATION OF HYPOTHESIS/QUESTIONS FROM 
THE MINNESOTA UPA NATIONAL EVALUATION PLAN 

Evaluation 
Analysis 

Hypothesis/Question 
Number Hypothesis/Question 

Congestion MNCong-1 Deployment of the UPA improvements will reduce the travel time of users in the I-35W 
corridor. 

MNCong-2 Deployment of the UPA improvements will improve the reliability of user trips in the I-35W 
corridor. 

MNCong-3 Traffic congestion on I-35W will be reduced to the extent that travelers in the corridor will 
experience a noticeable improvement in travel time. 

MNCong-4 Deployment of the UPA projects will not cause an increase in the extent of traffic 
congestion on surrounding facilities adjacent to I-35W. 

MNCong-5 Deploying the UPA improvements will result in more vehicles and persons served in the I-
35W corridor during peak periods. 

MNCong-6 A majority of survey respondents will indicate a noticeable reduction in travel times after 
the deployment of the UPA improvements. 

MNCong-7 A majority of survey respondents will indicate a noticeable improvement in trip-time 
reliability after the deployment of the UPA projects. 

MNCong-8 The majority of survey respondents will indicate a noticeable reduction in the duration of 
congestion after deployment of the UPA projects. 

MNCong-9 A majority of survey respondents will indicate a noticeable reduction in the extent of 
congestion after the deployment of the UPA projects. 

Tolling MNTolling-1 Vehicle access on the HOT lanes and PDSL on I-35W will be regulated to improve 
operation of I-35W 

MNTolling-2 Some general-purpose lane travelers will shift to the I-35W HOT lanes and PDSL, while 
HOV lane travelers will remain in the HOT lane 

MNTolling-3 HOV violations will be reduced 
MNTolling-4 After ramp-up, the HOT lanes and PDSL on I-35W maintains improved operations 
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Evaluation 
Analysis 

Hypothesis/Question 
Number Hypothesis/Question 

Transit 
 MNTransit-1 

The HOT lanes, PDSL, MARQ2 bus lanes, and Transit Advantage project, and shoulder 
running lane guidance system will increase bus travel speeds, reduce bus travel times, and 
improve bus trip-time reliability in the I-35W and Cedar Avenue corridors, and downtown 
Minneapolis 

MNTransit-2 The new park-and-ride lots and new and expanded transit services will result in ridership 
increases including a mode shift to transit. 

MNTransit-3 The mode shift to transit from the UPA transit strategies will reduce congestion on I-35W, 
downtown Minneapolis, and other roadways. 

MNTransit-4 What was the relative contribution of each of the Minnesota UPA transit strategies to mode 
shift to transit? 

Telecommuting/ 
TDM 

Tele/TDM-1 Use of telecommuting, ROWE, and other flexible work schedules removes trips and VMT 
from the I-35W corridor. 

Tele/TDM-2 Integration of telecommuting into the UPA project enhances congestion mitigation. 

Tele/TDM-3 What was the relative contribution of the telecommuting strategies to overall travel 
behavior changes, including secondary impacts of telecommuting 

Technology 
MNTech-1 

Active traffic management strategies, including speed harmonization and DMS with transit 
and highway travel times, promoting better utilization and distribution of traffic to available 
capacity in the I-35W corridor. 

MNTech-2 Active traffic management strategies will reduce the number and duration of incidents that 
result in congestion in the I-35W corridor. 

MNTech-3 What was the relative contribution of each technology enhancement on congestion 
reduction in the I-35W corridors? 

Safety MNSafety-1 Active traffic management will reduce the number of primary and/or secondary crashes. 
MNSafety-2 The HOT lanes and the PDSL on I-35W South will not adversely affect highway safety. 
MNSafety-3 The MARQ2 dual bus lanes in Downtown Minneapolis will not adversely affect safety. 
MNSafety-4 The lane guidance system for shoulder running buses will not adversely affect safety. 
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Evaluation 
Analysis 

Hypothesis/Question 
Number Hypothesis/Question 

Equity 
MNEquity-1 

What are the direct social effects (tolls paid, travel times, adaptation costs) for various 
transportation system user groups from the I-35W HOT lanes, PDSL, transit, and other 
UPA strategies? 

MNEquity-2 What is the spatial distribution of aggregate out-of-pocket and inconvenience costs, and 
travel-time and mobility benefits? 

MNEquity-3 Are there any differential impacts on certain socio-economic groups? 

MNEquity-4 How does reinvestment of revenues from the I-35W HOT lanes and PDSL impact various 
transportation system users? 

Environmental MNEnv-1 What are the impacts of the Minnesota UPA strategies on air quality? 
MNEnv-2 What are the impacts on perceptions of overall environmental quality? 

MNEnv-3 What are the impacts on energy consumption? 

Goods Movement MNGoods-1 CVOs will experience reduced travel time by using the HOV lanes and PDSL on I-35W if 
CVO use is permitted. 

MNGoods-2 CVOs will experience reduced travel time by the overall reduction in congestion on I-35W 
from the UPA projects. 

MNGoods-3 

CVOs hauling or delivering goods will perceive net benefit of HOT and PDSL (e.g., benefits 
such as faster service and greater customer satisfaction outweigh higher operating costs 
due to tolls).  The exception may be in downtown Minneapolis, where delivery and service 
vehicles will not be allowed to use the dual bus lanes during the peak hours. 

Business 

MNBusiness-1 

What is the impact of the UPA strategies on employers? e.g., 
employee satisfaction with commute 
perceived productivity impacts 
employee retention/hiring impacts 
negative impacts (increased cost of doing business) 

MNBusiness-2 How are businesses that are particularly impacted by transportation costs affected 
(e.g., taxis, couriers, distributors, tradesmen)?  
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Evaluation 
Analysis 

Hypothesis/Question 
Number Hypothesis/Question 

Non-Technical 
MNNonTech-1 

What role did factors related to “people” play in the success of the deployment?  
People (sponsors, champions, policy entrepreneurs, neutral conveners) 

MNNonTech-2 
What role did factors related to “process” play in the success of the deployment? 
Process (forums including stakeholder outreach, meetings, alignment of policy ideas with 
favorable politics, and agreement on nature of the problem) 

MNNonTech-3 

What role did factors related to “structures” play in the success of the deployment? 
Structures (networks, connections and partnerships, concentration of power and decision-
making authority, conflict-management mechanisms, communications strategies, 
supportive rules and procedures) 

MNNonTech-4 
What role did factors related to “media” play in the success of the deployment? 
Media (media coverage, public education) 

MNNonTech-5 

What role did factors related to “competencies” play in the success of the deployment? 
Competencies (cutting across the preceding areas: persuasion, getting grants, doing 
research, technical/technological competencies; ability to be policy entrepreneurs; knowing 
how to use markets) 

MNNonTech-6 Does the public support the UPA/CRD strategies as effective and appropriate ways to 
reduce congestion? 

Cost Benefit MNCBA-1 What is the net benefit (benefits minus costs) of the UPA/CRD strategies? 
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Date: December 10, 2010 

The President Signs H.R. 1722 
Telework Enhancement Act of 2010 

On December 9, 2010, the President signed into law H.R. 1722, the “Telework Enhancement Act 
of 2010,” which became Public Law 111-292.  The new law contains provisions of interest as 
described below (and as previously described in Legislative Bulletin 111-58). 
 
  
Executive Agencies Telework Requirement 

• Requires the head of each executive agency, in consultation with the Office of Personnel 
Management (OPM), to establish a teleworking policy within 180 days of enactment; 
determine the eligibility of all employees of the agency to participate in telework; and 
notify employees of their eligibility to telework.  

• Requires that the telework policy ensure that telework does not diminish employee 
performance or agency operations; requires a mandatory written agreement outlining the 
specific work arrangement that is agreed to between management and employee; and, 
provides that an employee may not be authorized to telework if performance of that 
employee does not comply with the terms of the written agreement between management 
and employee.  

• Allows agencies to temporarily deny permission to telework if, in the judgment of the 
agency head, the employee is needed to respond to an emergency.  

• Prohibits an employee from teleworking if the employee has:  

o Been officially disciplined for being absent without permission for more than five 
days in a calendar year; or  

o Been officially disciplined for viewing, downloading, or exchanging pornography 
including child pornography, on a Federal Government computer or while 
performing official Federal Government duties.  

Training and Monitoring 

• Requires the head of each executive agency to:  
o Provide an interactive training program, that includes information security 

guidelines, for supervisors, managers, and all employees who are authorized to 
telework;   

o Incorporate telework in agency continuity of operations plans and use telework in 
response to emergencies; and, 

o Make no distinction between teleworkers and non-teleworkers for the purposes of 
periodic appraisals of job performance; training, rewarding, reassigning, 
promoting, reducing in grade, retaining, and removing employees.  

http://mwww.ba.ssa.gov/legislation/legis_bulletin_111810.html�


Policy and Support 

• Requires the Office of Management and Budget (OMB), within 120 days of enactment, 
to issue policy guidance regarding the purchase of computer systems by agencies that 
enable and support telework.  

• Requires that the Office of Personnel Management (OPM) provide policy guidance for 
telework in the areas of pay and leave, agency closure, performance management, official 
worksite, recruitment and retention, and accommodations for employees with 
disabilities.   

• Requires OMB, in coordination with the  Department of Homeland Security and the 
National Institute of Standards and Technology, to issue guidelines, not later than 180 
days after enactment, that ensure the adequacy of information and security protections for 
information and information systems used in, or otherwise affected by, teleworking.    

Telework Managing Officer 

• Creates in each agency a Telework Managing Officer, designated by the agency’s Chief 
Human Capital Officer, who serves as the primary resource and point of contact in 
developing and implementing a plan to incorporate telework into the agency's regular 
business and continuity of operations’ strategies.  

• Requires each Telework Managing Officer to provide telework program information to 
OPM and the Government Accountability Office in order for them to prepare annual 
reports to Congress.  Information will include techniques used to verify and validate 
telework data and numbers on denials of permission to telework.  

Reports 

• Requires on an annual basis the Chief Human Capital Officer of the agency in 
consultation with the Telework Managing Officer of the agency to submit a report to the 
Chair and Vice Chair of the Chief Human Capital Officers Council on agency 
management efforts to promote telework.  

Effective Date 

• The provisions are effective upon enactment.  
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