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In 2019 6% of people worked in remote or hybrid roles. In 
2022, more than 51% of knowledge workers are remote. This 
transformation, accelerated by a global pandemic, has forever 
changed the way people engage at work. With all change 
comes learning and this time is no different. The “where” we 
will work, and “when” we will work, have taken center stage as 
organizations rally to develop points of view and then hybrid 
and remote working policies, especially when it comes to 
organizations who employ knowledge talent. Once the “now-
policies” are established the fun begins as we turn our attention 
to the “how”. Let’s get started. 

From: “Being with Trust,” by Frances Freiand Anne Morriss, May-June 2020

TRUST

AUTHENTICITY
I experience the real you.

LOGIC
I know you can do it; 
your reasoning and 

judgment are sound.

EMPATHY
I believe you care  
about me and my 

success.

The power of trust, connection, and belonging at work 
Trust is the basis for much of our human interactions both in and outside of work. Harvard Professor, Frances Frei, and 
entrepreneur, Anne Morris, [also co-authors of Unleashed: The Unapologetic Leader’s Guide to Empowering Everyone 

Around You] define trust in this way: 
Trust has three drivers: authenticity, logic, and empathy. When trust is lost, it can almost always be traced back to a 
breakdown in one of them. To build trust as a leader, you first need to figure out which driver you “wobble” on.

https://www.ncci.com/SecureDocuments/QEB/QEB_Q4_2020_RemoteWork.html
https://www.gartner.com/en/newsroom/press-releases/2021-06-22-gartner-forecasts-51-percent-of-global-knowledge-workers-will-be-remote-by-2021#:~:text=By%20the%20end%20of%202021%2C%2051%25%20of%20all%20knowledge%20workers,by%20the%20end%20of%202021.
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Connection can be viewed through a variety of contexts: 1:1 relationships, 
team connectivity and productivity, and organizational culture. All of these 
are built upon the ability to relate to and understand our colleagues. Gallup 
research has repeatedly shown a concrete link between having a best friend 
at work and the amount of effort employees expend in their job. Women who 
strongly agree they have a best friend at work are more than twice as likely to 
be engaged (63%) compared with the women who say otherwise (29%).

Belonging is the icing on this cake of these three critical aspects of working. 
When employees belong they are 5 times more likely to want to stay at their company a long time. They feel seen, 
included, and accepted. If trust is how you experience others (I experience the real you, I believe you care, I know you 
can do it) belonging is how you experience you (I can be the real me, I believe they care about me, They know I can do 
it).  Combining these three, trust + connection + belonging, is a powerful recipe for business and team success. Still not 
convinced? Research tells us that belonging yields a 56% increase in job performance and a 50% reduction in turnover. 

Distributed does not have to mean disconnected  
Where we once worked regularly shoulder to shoulder with our colleagues. Experiencing the same spaces, lunch-room 
chatter and water-cooler moments we now have to look for alternative ways to find common ground with our colleagues. 
Perhaps getting to know others in a distributed working environment isn’t the same as it once was, but that doesn’t 
mean it needs to be worse or even harder - just different. We must now think differently about the ways that we build 
trust, connection, and belonging at work. 

Setting aside for a moment the reality that we may not be working in the same physical space every day, let’s reflect on 
how much more personal working from home actually is. Now, our colleagues see our spaces, hear our lawnmowers 
or passing city buses, they meet our cats and our kids - all of these dynamics, however subtle, are pieces of our unique 
stories and opportunities for others to relate to and understand us better. 

The opportunity in front of us is much less challenging and bleak than some 
would lead us to believe. Feelings of isolation, and disconnection are real, yet 
if we flip the way we look at this and embrace tools and new workplace rituals 
that spark connections we can pave a new path for connection at work.

Culture as a catalyst for connection 
Organizational values and cultures can serve to accelerate connections 
across organizations. Building a strong connected community of engaged 
employees may sound like utopia, but it all harkens back to values. 
Organizational values serve as the backbone for the business. They are filters 
for decision-making and the framework on which behaviors are defined. Use 

values as anchors for creating more meaningful connections and belonging inside organizations. If you value innovation, 
for example, showcase the innovative ideas of your team regularly. Reward people for this and encourage the individuals 
that demonstrate innovation to help coach others towards innovation as well. If you value speed, you might want to 
consider how strengths of different members of your team can support this. 
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https://www.gallup.com/workplace/236213/why-need-best-friends-work.aspx'
https://www.gallup.com/workplace/236213/why-need-best-friends-work.aspx'
https://grow.betterup.com/resources/the-value-of-belonging-at-work-the-business-case-for-investing-in-workplace-inclusion?hsLang=en
https://grow.betterup.com/resources/the-value-of-belonging-at-work-the-business-case-for-investing-in-workplace-inclusion?hsLang=en
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Data-driven belonging  
It’s time we re-think the way trust, connection, and belonging unfolds. We are working differently (remote, hybrid, global, 
distributed) and this means we must operate differently. A team operating system (like LLUNA’s TeamOS) is valuable for 
cultivating belonging, backed by data. LLUNA’s TeamOS is comprised of two parts: 

1. Personal Operating Profiles 
You may know these as personal user manuals or Readmes, but with a modern twist where the data can be 
aggregated for teams to better understand and collaborate with one another. 

2. Smart Dashboards  
The dynamic aggregation of Personal Operating Profile data to highlight the strengths, gaps, norms and 
recommended ways of working for any team. 

With access to excessive amounts of data, it’s often difficult to know how to best utilize it, and paired with the pace of 
change, to have confidence that it is still accurate. The TeamOS platform makes this easy and drives value across the 
employee lifecycle. 

1. Introducing new hires 

2. Integrating new team members into a team

3. Assimilating new leaders

4. Kicking off new projects more effectively

5. Remove siloes across geographies, 
departments, and roles 

6. Resetting after M&A or restructuring activity

7. Understanding how employees operate at 
their best 

8. Make informed organizational decisions 
based on employee preferences
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Interested in learning more about LLUNA’s TeamOS? Visit hellolluna.com 

http://hellolluna.com

