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Nominations are being accepted for the 2021 Employer 
Recognition Awards. This will be the 24th annual event 
recognizing employers within the Washington, DC metropolitan 
region that have developed outstanding programs to encourage 
employees to bike, walk, rideshare, telework, use transit 
or work schedule alternatives. Employers may submit a 
nomination in one of three categories:

Incentives – Offering a host of commuter incentives to 
encourage and reward employees for using alternative 
means of transportation to and from work.

Marketing – Educating about and championing the use of 
alternative transportation options by frequently promoting 
available commute programs to employees in creative and 
informative ways.

Telework – Providing a policy framework and technology 
to allow employees to seamlessly work from home, or at 
a local telework or co-working center, one or more days 
per week.

Winners will be honored at a formal awards ceremony 
in June 2021. Apply by January 29, 2021 at https://www.
commuterconnections.org/employer-recognition-awards.

Under a parking cash out program, an employer offering free 
or subsidized parking provides employees with a choice to 
keep their parking space at work, or to accept a cash payment 
to give up their parking space. 

Parking Cash-Out is a means to reward employees for 
decreasing automobile traffic to and from the worksite. The 
cash payment can be transferred into a transit benefit as 
outlined in section 132 of the IRS tax code which allows an 
employee to apply pre-tax dollars of up to $270 per month. 
Parking cash-out is an incentive to take public transportation 
or vanpool to work. The tax-free benefit can be used towards 
commuter rail, Metrorail, commuter bus, Metrobus, local bus 
systems, and vanpools. 

In 2019, the District of Columbia passed the Transportation 
Benefits Equity Act. Part of that legislation was a 
recommendation to employers to provide a Parking Cash-Out 
program for worksites that provide free or subsidized parking. 

In the current coronavirus pandemic, certain health 
and safety concerns exist among transit riders. By 
following CDC guidelines and recommendations outlined 
by Commuter Connections as part of its Commute with 
Confidence initiative, use of transit and ridesharing can be 
done safely and assuredly. 

A key step to implementing a parking cash-out program is 
a payroll change to an employee’s options for commuting 
benefits instead of the parking benefit. Along with the 
payroll adjustment, employers should assess parking 
allotment at the worksite and feasible options for 
preferential parking for employees considering vanpooling 
to take advantage of the transit benefit to defray vehicle 
operation costs. The parking cash-out option for 
employees can become a means of reducing parking costs 
and a better commute to and from work. 

Parking cash-out is a valuable and useful incentive at little to 
no cost to both employer and employee. For more information 
on Parking Cash-Out visit commuterconnections.org and click 
on Employers, Overview of Services, Parking Management.

WHAT IS PARKING CASH-OUT?

800.745.RIDE    commuterconnections.org

PERCENTAGE OF WASHINGTON REGION EMPLOYEES TELEWORKING

A recent survey of employers in the Washington, DC 
metropolitan region was conducted by Commuter 
Connections to examine coronavirus pandemic experiences. 

180 employers responded, representing a wide range of 
employer types and sizes. The survey assessed worksite shut 
downs, level of teleworking at worksites before and during the 
pandemic, and challenges and benefits experienced during 
the unprecedented heavy remote work period. 

Nearly all (93%) employers reported that their worksites 
shut down or reduced on-site operations for employees. 
More than three-quarters (77%) had shut-down or reduced 
operations at all worksites and 16 percent had shut down 
some worksites. 

Nearly all (97%) respondents said at least some 
employees were teleworking during the pandemic. More 
than half (55%) said all employees teleworked all workdays 
and 11 percent said all employees teleworked some 
of their workdays. Three in ten (31%) noted that some 
employees teleworked, but that others worked at their 
usual work location. 

More than six in ten (61%) employers had a formal telework 
policy or program in place before the pandemic began, and 
14 percent said they initiated one during the pandemic. 

Thirty-seven percent of employers said they would 
continue telework at a level higher than pre-pandemic 
levels, allowing more employees to telework than before 
the pandemic and/or allowing more days or hours of 
telework per week. Twenty percent said they would most 
likely continue telework at pandemic levels. 

“Telework prepared us for moving forward with 100% 
remote [employees] when the pandemic hit in March. The 
company continued operations without missing a beat,” said 
Dale Roberts, Chief Operating Officer at Tesla Government. 

Almost two-thirds (64%) of respondents considered flexible 
or staggered work hours and nearly three in ten (29%) 
considered compressed work schedules to reduce the 
spread of future virus outbreaks after offices reopen. 

Child/dependent care rated as the most significant concern 
during increased teleworking. The other highest issue of 
concern was employee isolation. 

Nearly half (48%) of all respondents said employees felt 
they were more productive working remotely, and more 
than one in five (21%) said employees had improved 
communication with managers. Roberts added, “We 
have several supervisors who, prior to the pandemic, 
were reluctant to allow more than 2-days per week of 
telework for their teams. They feared loss of a cohesive 
team and have learned how to keep the team environment 
functioning extremely well and productive through use of 
video, phone and messaging capabilities available to them.”

The overwhelming benefit, cited by 75 percent of 
respondents, was not having to commute to work. Six 
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Tips for a Successful Telework Program

Due to the coronavirus pandemic, many employers have gotten 
more than just a taste of managing a remote workforce. 
Overall, employers are pleased with how well productivity 
and continuity has fared with employees working from home 
due to the pandemic. Below are five tips on maintaining a 
successful telework program: 

Reassess your Hiring Process – When hiring staff, look 
for potential employees who possess characteristics 
that lend themselves to thriving while working remotely. 
Responsiveness, an ability to work independently, and 
excellent communication skills are among the top traits.

Trial Period – Before allowing an employee to telework, 
it’s a good policy to require a six month to one-year 
presence within the office to assess work performance. 
Once teleworking, it will be evident whether work 
productivity or quality maintain the established in-office 
benchmark. Employees in good standing should be 
considered for telework.  

Trust but Verify – Employees need to feel trusted; trust 
them unless they give you reason not to. When it comes to 
monitoring the work of your employees you don’t have to be 
“Big Brother,” but instead, monitor based on performance 
and look for red flags. 

Expect Availability – Teleworkers should be just as available 
to managers as those who commute to the worksite. 
Regardless of location, employees should be fully focused on 
the job during work hours and wholly accessible. 

Effective and Efficient Communication – Even with the 
popularity of video conferencing, email is still the preferred 
method of communication among teleworkers. Calling 
employees is needed occasionally for better efficiency 
and to humanize the manager/employee relationship. 
Also, regardless of communication method, manage by 
objectives and be specific about deadlines.

Commuter Connections maintains online resources to help 
employers start or expand telework programs. Sample 
program guidelines to construct a telework program, a 
sample Teleworker Agreement, and teleworking “Do’s and 
Don’ts” for both managers and employees are available. 

Visit www.commuterconnections.org and click on Employers, 
Commuting Solutions, Overview of Services, Teleworking. 
For free assistance on starting or expanding your telework 
policy, contact Commuter Connections at 800 745-7433 or 
ridematching@mwcog.org. 

SURVEYS REVEAL TELEWORK LEVELS PRE-POST COVID-19 SURVEYS REVEAL TELEWORK LEVELS PRE-POST COVID-19 EMPLOYEE-PAID PARKING SHOWS GRADUAL INCREASES  

4

Continued from cover Continued from page 2

in ten reported that employees benefitted from a more 
comfortable and casual work environment (61%) and/
or through personal cost savings (60%). Four in ten 
respondents heard employees report better work-life 
balance (43%) and reduced personal stress (41%). 

More than a quarter (28%) said managers reported 
increased productivity of employees, and 28 percent also 

said communication with employees increased. Twenty-
seven percent said managers noted employees were 
more satisfied and 23 percent said managers reported 
lower stress. 

According to another recently published Commuter 
Connection survey, the 2019 State of the Commute, 
telework in the region has nearly tripled since 2004 as 
more than one-third (35%) of regional commuters said 
they teleworked an average of 1.2 days per week. When 
extrapolated to the regional employed population, this 
represents an estimated 1,073,000 teleworkers. 

The State of the Commute asked commuters who did not 
telework if their job responsibilities would allow them to 
do so, at least occasionally. Almost half (48%) felt they had 
telework-appropriate job responsibilities, and eight in ten 
said they would be interested in telework if provided the 
opportunity by their employer. These telework-interested 
respondents equal a projected 771,000 commuters or 25 
percent of all commuters region-wide. The percentage of 

For more than 20 years, Clean Air Partners (CAP) has 
empowered individuals and organizations to take simple 
actions to reduce pollution and protect public health. 
The air quality initiative started as a joint task force 
to meet federal standards under the Clean Air Act. In 1997, 
a public-private partnership was formed through founding 
partners, Metropolitan Washington Council of 
Governments (COG) and the Baltimore Metropolitan 
Council (BMC).  

everyday lives,” said Jennifer Desimone, Managing Director 
for CAP. “Clean Air Partners encourages people to make 
small changes in their routines to curb air pollution, and 
promotes employer-based education on air quality issues.  
For example, employers announce poor air quality days and 
employees take steps that they pledged for these days.”

As a result of COVID-19, traffic levels have been down 
dramatically across the region which has contributed to 
better air quality in the Washington, DC region.  From 
May through September 2019 there were ten code 
orange days, which are defined as unhealthy for sensitive 
groups. During the same time period, in 2020, two code 
orange days were reported. Desimone noted that other 
factors, such as weather have a significant impact on air 
quality as well. 

CAP board member Mike Sowko of the National Weather 
Service (NWS) agrees, “Weather is the number one 
factor for the buildup of air pollution.” Sowko is the 
supervisory meteorologist and chief of NWS Performance 
and Evaluation Branch. The NWS considers air pollution 
a major hazard to the population’s well-being; no less 
important than the more news grabbing “killer storms” 
that bring in hurricanes, floods, and tornadoes, according 
to Sowko. 

Clean Air Partners and its members are helping to protect 
and improve the air we breathe. Commuter Connections is 
a sponsor of Clean Air Partners. For more information visit 
www.cleanairpartners.net.
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According to the 2019 State of the Commute Survey (SOC), 
while most respondents (60%) across the region said their 
employers still provide free parking to all employees at the 
worksite, the percentage of employees that pay for parking is 
showing a gradual upward trend. In 2007, the figure was 21 
percent, which has risen slightly every three years.  In 2019, 
the percentage of respondents who reported that employees 
are responsible for paying all parking charges rose to 28 
percent. At the same time, free off-site parking is showing a 
downward trend. 

Respondents who had to pay to park used alternative modes   
of travel at higher rates than did respondents with free 
parking. The difference was especially dramatic for use of 
transit; train mode share was more than five times as high 
for respondents who had to pay to park as for respondents 
who had free parking. Use of bus, carpool/vanpool, and 
bike/walk also were higher for respondents who did not 
have free parking. 

The availability of commute benefits/services was inversely 
related to the availability of free parking at the worksite.  Less 
than half (46%) of respondents who said free parking was 
offered to all employees said their employers also offered 
commute benefits/services that would encourage or help 
them use alternative modes for commuting. By contrast, 
76 percent of respondents who said free parking was not 
available reported having access to commute benefits/
services at work.

Drive alone rates for respondents who had free on-site parking 
at work and those who pay (or would have to pay) for parking 

showed a large disparity; 83 percent of respondents whose 
employers offered free parking drove alone, compared with 
only 37 percent of respondents who did not have this benefit.

Both parking cost and commute services influenced 
commuters’ choice of driving alone as well. When parking 
was free and commute services were not offered, 89 percent 
of respondents drove alone to work. The drive alone rate 
dropped to 76 percent among respondents who had free 
parking when commute services were added.

When no free parking was available and no commute 
services were offered, the drive alone rate was 54 percent. 
This was a full 35 percentage points below the rate when
parking was free and commute services were not offered, 
suggesting that parking charges can have a substantial 
impact on drive alone mode share, even in the absence 
of commute services. But when commute services were 
added, on top of parking charges, the drive alone mode 
share fell an additional 23 percentage points, to 31 percent, 
indicating that commute services also play a motivating role 
in commute mode choice.

The reverse pattern was clear for use of public transit. When 
free parking was offered, 5 percent of respondents used 
transit when no commute benefits/services were available, 
and 14 percent used transit when they had access to 
commute benefits/services. At worksites where parking was 
not free, the transit share was 32 percent among respondents 
who did not have access to commute benefits/services and 
52 percent when commute benefits/services were offered.

Six in ten (60%) respondents said their employers offered one 
or more commuter benefits or services. The most offered 
services were transit SmarTrip/vanpool subsidies, available
to 45 percent of respondents, and information on commuter 
transportation options, available to 26 percent of respondents. 

Overall, 57 percent of respondents who said commute 
services were available had used a service. The most used 
benefit or service was transit or vanpool subsidies by 60 
percent of respondents whose employers offered this service. 

A much lower share of respondents who had access to 
alternative mode benefits/services drove alone (50%), when 
compared with respondents whose employers did not provide 
these services (79%).

To view the full State of the Commute report, visit  
www.commuterconnections.org and click on About Us,  
then Publications.

PARKING FACILITIES 
AND SERVICES

2007 2010 2013 2016 2019

Free on-site parking  
(all employees) 65% 63% 63% 64% 60%

Free on-site parking  
(some employees) — — — 6% 5%

Free off-site parking 4% 2% 2% 1% 1%

Employee pays all 
parking charges 21% 22% 23% 24% 28%

Employee/employer 
share parking charge 7% 7% 7% 5% 5%

Parking discounts for 
carpools/vanpools 15% 16% 14% 14% 9%
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commuters who said their jobs were not compatible with 
telework has steadily dropped from 51 percent in 2007 to 
34 percent in 2019. 

Federal agency employees teleworked at a much higher 
rate (48%) than the regional average and higher than 
employees who worked for non-profit organizations (36%), 
private employers (30%), and state/local agencies (14%).

Generally, use of telework increased with employer size. About 
four in ten (41%) respondents who worked for employers with 
251 to 999 employees and 42 percent with 1,000 or more 
teleworked, compared to only one-quarter of respondents who 
worked for employers with 100 or fewer employees.

Six in ten (60%) teleworkers worked under a formal 
telework arrangement with their employer and 37 
percent teleworked under an informal arrangement. This 

represents a seismic shift from 2007, when just 19 percent 
of teleworkers had a formal agreement. 

The survey found that the number of teleworkers in the 
region is understated as some employees who telework 
infrequently do not consider themselves teleworkers. 
Nearly three-quarters (73%) of respondents who self-
identified as non-teleworkers had teleworked all day at 
home at least once in the past year. These respondents 
represented about 22 percent of commuters region-wide 
or a total of 692,000 commuters. When added to the 35 
percent of commuters who self-defined as teleworkers, 
the total percentage of workers who telework at least 
occasionally rises to 57 percent.

To view the full State of the Commute report, visit  
www.commuterconnections.org and click on About Us, 
then Publications. 

“Air quality and public health are part of our community’s “
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that lend themselves to thriving while working remotely. 
Responsiveness, an ability to work independently, and 
excellent communication skills are among the top traits.

Trial Period – Before allowing an employee to telework, 
it’s a good policy to require a six month to one-year 
presence within the office to assess work performance. 
Once teleworking, it will be evident whether work 
productivity or quality maintain the established in-office 
benchmark. Employees in good standing should be 
considered for telework.  

Trust but Verify – Employees need to feel trusted; trust 
them unless they give you reason not to. When it comes to 
monitoring the work of your employees you don’t have to be 
“Big Brother,” but instead, monitor based on performance 
and look for red flags. 

Expect Availability – Teleworkers should be just as available 
to managers as those who commute to the worksite. 
Regardless of location, employees should be fully focused on 
the job during work hours and wholly accessible. 

Effective and Efficient Communication – Even with the 
popularity of video conferencing, email is still the preferred 
method of communication among teleworkers. Calling 
employees is needed occasionally for better efficiency 
and to humanize the manager/employee relationship. 
Also, regardless of communication method, manage by 
objectives and be specific about deadlines.

Commuter Connections maintains online resources to help 
employers start or expand telework programs. Sample 
program guidelines to construct a telework program, a 
sample Teleworker Agreement, and teleworking “Do’s and 
Don’ts” for both managers and employees are available. 

Visit www.commuterconnections.org and click on Employers, 
Commuting Solutions, Overview of Services, Teleworking. 
For free assistance on starting or expanding your telework 
policy, contact Commuter Connections at 800 745-7433 or 
ridematching@mwcog.org. 
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in ten reported that employees benefitted from a more 
comfortable and casual work environment (61%) and/
or through personal cost savings (60%). Four in ten 
respondents heard employees report better work-life 
balance (43%) and reduced personal stress (41%). 

More than a quarter (28%) said managers reported 
increased productivity of employees, and 28 percent also 

said communication with employees increased. Twenty-
seven percent said managers noted employees were 
more satisfied and 23 percent said managers reported 
lower stress. 

According to another recently published Commuter 
Connection survey, the 2019 State of the Commute, 
telework in the region has nearly tripled since 2004 as 
more than one-third (35%) of regional commuters said 
they teleworked an average of 1.2 days per week. When 
extrapolated to the regional employed population, this 
represents an estimated 1,073,000 teleworkers. 

The State of the Commute asked commuters who did not 
telework if their job responsibilities would allow them to 
do so, at least occasionally. Almost half (48%) felt they had 
telework-appropriate job responsibilities, and eight in ten 
said they would be interested in telework if provided the 
opportunity by their employer. These telework-interested 
respondents equal a projected 771,000 commuters or 25 
percent of all commuters region-wide. The percentage of 

For more than 20 years, Clean Air Partners (CAP) has 
empowered individuals and organizations to take simple 
actions to reduce pollution and protect public health. 
The air quality initiative started as a joint task force 
to meet federal standards under the Clean Air Act. In 1997, 
a public-private partnership was formed through founding 
partners, Metropolitan Washington Council of 
Governments (COG) and the Baltimore Metropolitan 
Council (BMC).  

everyday lives,” said Jennifer Desimone, Managing Director 
for CAP. “Clean Air Partners encourages people to make 
small changes in their routines to curb air pollution, and 
promotes employer-based education on air quality issues.  
For example, employers announce poor air quality days and 
employees take steps that they pledged for these days.”

As a result of COVID-19, traffic levels have been down 
dramatically across the region which has contributed to 
better air quality in the Washington, DC region.  From 
May through September 2019 there were ten code 
orange days, which are defined as unhealthy for sensitive 
groups. During the same time period, in 2020, two code 
orange days were reported. Desimone noted that other 
factors, such as weather have a significant impact on air 
quality as well. 

CAP board member Mike Sowko of the National Weather 
Service (NWS) agrees, “Weather is the number one 
factor for the buildup of air pollution.” Sowko is the 
supervisory meteorologist and chief of NWS Performance 
and Evaluation Branch. The NWS considers air pollution 
a major hazard to the population’s well-being; no less 
important than the more news grabbing “killer storms” 
that bring in hurricanes, floods, and tornadoes, according 
to Sowko. 

Clean Air Partners and its members are helping to protect 
and improve the air we breathe. Commuter Connections is 
a sponsor of Clean Air Partners. For more information visit 
www.cleanairpartners.net.
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percent. At the same time, free off-site parking is showing a 
downward trend. 

Respondents who had to pay to park used alternative modes   
of travel at higher rates than did respondents with free 
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available reported having access to commute benefits/
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showed a large disparity; 83 percent of respondents whose 
employers offered free parking drove alone, compared with 
only 37 percent of respondents who did not have this benefit.

Both parking cost and commute services influenced 
commuters’ choice of driving alone as well. When parking 
was free and commute services were not offered, 89 percent 
of respondents drove alone to work. The drive alone rate 
dropped to 76 percent among respondents who had free 
parking when commute services were added.

When no free parking was available and no commute 
services were offered, the drive alone rate was 54 percent. 
This was a full 35 percentage points below the rate when
parking was free and commute services were not offered, 
suggesting that parking charges can have a substantial 
impact on drive alone mode share, even in the absence 
of commute services. But when commute services were 
added, on top of parking charges, the drive alone mode 
share fell an additional 23 percentage points, to 31 percent, 
indicating that commute services also play a motivating role 
in commute mode choice.

The reverse pattern was clear for use of public transit. When 
free parking was offered, 5 percent of respondents used 
transit when no commute benefits/services were available, 
and 14 percent used transit when they had access to 
commute benefits/services. At worksites where parking was 
not free, the transit share was 32 percent among respondents 
who did not have access to commute benefits/services and 
52 percent when commute benefits/services were offered.

Six in ten (60%) respondents said their employers offered one 
or more commuter benefits or services. The most offered 
services were transit SmarTrip/vanpool subsidies, available
to 45 percent of respondents, and information on commuter 
transportation options, available to 26 percent of respondents. 

Overall, 57 percent of respondents who said commute 
services were available had used a service. The most used 
benefit or service was transit or vanpool subsidies by 60 
percent of respondents whose employers offered this service. 

A much lower share of respondents who had access to 
alternative mode benefits/services drove alone (50%), when 
compared with respondents whose employers did not provide 
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Once teleworking, it will be evident whether work 
productivity or quality maintain the established in-office 
benchmark. Employees in good standing should be 
considered for telework.  

Trust but Verify – Employees need to feel trusted; trust 
them unless they give you reason not to. When it comes to 
monitoring the work of your employees you don’t have to be 
“Big Brother,” but instead, monitor based on performance 
and look for red flags. 

Expect Availability – Teleworkers should be just as available 
to managers as those who commute to the worksite. 
Regardless of location, employees should be fully focused on 
the job during work hours and wholly accessible. 

Effective and Efficient Communication – Even with the 
popularity of video conferencing, email is still the preferred 
method of communication among teleworkers. Calling 
employees is needed occasionally for better efficiency 
and to humanize the manager/employee relationship. 
Also, regardless of communication method, manage by 
objectives and be specific about deadlines.

Commuter Connections maintains online resources to help 
employers start or expand telework programs. Sample 
program guidelines to construct a telework program, a 
sample Teleworker Agreement, and teleworking “Do’s and 
Don’ts” for both managers and employees are available. 

Visit www.commuterconnections.org and click on Employers, 
Commuting Solutions, Overview of Services, Teleworking. 
For free assistance on starting or expanding your telework 
policy, contact Commuter Connections at 800 745-7433 or 
ridematching@mwcog.org. 
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in ten reported that employees benefitted from a more 
comfortable and casual work environment (61%) and/
or through personal cost savings (60%). Four in ten 
respondents heard employees report better work-life 
balance (43%) and reduced personal stress (41%). 

More than a quarter (28%) said managers reported 
increased productivity of employees, and 28 percent also 

said communication with employees increased. Twenty-
seven percent said managers noted employees were 
more satisfied and 23 percent said managers reported 
lower stress. 

According to another recently published Commuter 
Connection survey, the 2019 State of the Commute, 
telework in the region has nearly tripled since 2004 as 
more than one-third (35%) of regional commuters said 
they teleworked an average of 1.2 days per week. When 
extrapolated to the regional employed population, this 
represents an estimated 1,073,000 teleworkers. 

The State of the Commute asked commuters who did not 
telework if their job responsibilities would allow them to 
do so, at least occasionally. Almost half (48%) felt they had 
telework-appropriate job responsibilities, and eight in ten 
said they would be interested in telework if provided the 
opportunity by their employer. These telework-interested 
respondents equal a projected 771,000 commuters or 25 
percent of all commuters region-wide. The percentage of 

For more than 20 years, Clean Air Partners (CAP) has 
empowered individuals and organizations to take simple 
actions to reduce pollution and protect public health. 
The air quality initiative started as a joint task force 
to meet federal standards under the Clean Air Act. In 1997, 
a public-private partnership was formed through founding 
partners, Metropolitan Washington Council of 
Governments (COG) and the Baltimore Metropolitan 
Council (BMC).  

everyday lives,” said Jennifer Desimone, Managing Director 
for CAP. “Clean Air Partners encourages people to make 
small changes in their routines to curb air pollution, and 
promotes employer-based education on air quality issues.  
For example, employers announce poor air quality days and 
employees take steps that they pledged for these days.”

As a result of COVID-19, traffic levels have been down 
dramatically across the region which has contributed to 
better air quality in the Washington, DC region.  From 
May through September 2019 there were ten code 
orange days, which are defined as unhealthy for sensitive 
groups. During the same time period, in 2020, two code 
orange days were reported. Desimone noted that other 
factors, such as weather have a significant impact on air 
quality as well. 

CAP board member Mike Sowko of the National Weather 
Service (NWS) agrees, “Weather is the number one 
factor for the buildup of air pollution.” Sowko is the 
supervisory meteorologist and chief of NWS Performance 
and Evaluation Branch. The NWS considers air pollution 
a major hazard to the population’s well-being; no less 
important than the more news grabbing “killer storms” 
that bring in hurricanes, floods, and tornadoes, according 
to Sowko. 

Clean Air Partners and its members are helping to protect 
and improve the air we breathe. Commuter Connections is 
a sponsor of Clean Air Partners. For more information visit 
www.cleanairpartners.net.
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According to the 2019 State of the Commute Survey (SOC), 
while most respondents (60%) across the region said their 
employers still provide free parking to all employees at the 
worksite, the percentage of employees that pay for parking is 
showing a gradual upward trend. In 2007, the figure was 21 
percent, which has risen slightly every three years.  In 2019, 
the percentage of respondents who reported that employees 
are responsible for paying all parking charges rose to 28 
percent. At the same time, free off-site parking is showing a 
downward trend. 

Respondents who had to pay to park used alternative modes   
of travel at higher rates than did respondents with free 
parking. The difference was especially dramatic for use of 
transit; train mode share was more than five times as high 
for respondents who had to pay to park as for respondents 
who had free parking. Use of bus, carpool/vanpool, and 
bike/walk also were higher for respondents who did not 
have free parking. 

The availability of commute benefits/services was inversely 
related to the availability of free parking at the worksite.  Less 
than half (46%) of respondents who said free parking was 
offered to all employees said their employers also offered 
commute benefits/services that would encourage or help 
them use alternative modes for commuting. By contrast, 
76 percent of respondents who said free parking was not 
available reported having access to commute benefits/
services at work.

Drive alone rates for respondents who had free on-site parking 
at work and those who pay (or would have to pay) for parking 

showed a large disparity; 83 percent of respondents whose 
employers offered free parking drove alone, compared with 
only 37 percent of respondents who did not have this benefit.

Both parking cost and commute services influenced 
commuters’ choice of driving alone as well. When parking 
was free and commute services were not offered, 89 percent 
of respondents drove alone to work. The drive alone rate 
dropped to 76 percent among respondents who had free 
parking when commute services were added.

When no free parking was available and no commute 
services were offered, the drive alone rate was 54 percent. 
This was a full 35 percentage points below the rate when
parking was free and commute services were not offered, 
suggesting that parking charges can have a substantial 
impact on drive alone mode share, even in the absence 
of commute services. But when commute services were 
added, on top of parking charges, the drive alone mode 
share fell an additional 23 percentage points, to 31 percent, 
indicating that commute services also play a motivating role 
in commute mode choice.

The reverse pattern was clear for use of public transit. When 
free parking was offered, 5 percent of respondents used 
transit when no commute benefits/services were available, 
and 14 percent used transit when they had access to 
commute benefits/services. At worksites where parking was 
not free, the transit share was 32 percent among respondents 
who did not have access to commute benefits/services and 
52 percent when commute benefits/services were offered.

Six in ten (60%) respondents said their employers offered one 
or more commuter benefits or services. The most offered 
services were transit SmarTrip/vanpool subsidies, available
to 45 percent of respondents, and information on commuter 
transportation options, available to 26 percent of respondents. 

Overall, 57 percent of respondents who said commute 
services were available had used a service. The most used 
benefit or service was transit or vanpool subsidies by 60 
percent of respondents whose employers offered this service. 

A much lower share of respondents who had access to 
alternative mode benefits/services drove alone (50%), when 
compared with respondents whose employers did not provide 
these services (79%).

To view the full State of the Commute report, visit  
www.commuterconnections.org and click on About Us,  
then Publications.

PARKING FACILITIES 
AND SERVICES

2007 2010 2013 2016 2019

Free on-site parking  
(all employees) 65% 63% 63% 64% 60%

Free on-site parking  
(some employees) — — — 6% 5%

Free off-site parking 4% 2% 2% 1% 1%

Employee pays all 
parking charges 21% 22% 23% 24% 28%

Employee/employer 
share parking charge 7% 7% 7% 5% 5%

Parking discounts for 
carpools/vanpools 15% 16% 14% 14% 9%

Continued on page 3 CLEAN AIR PARTNERS EDUCATES REGION ON AIR QUALITY

commuters who said their jobs were not compatible with 
telework has steadily dropped from 51 percent in 2007 to 
34 percent in 2019. 

Federal agency employees teleworked at a much higher 
rate (48%) than the regional average and higher than 
employees who worked for non-profit organizations (36%), 
private employers (30%), and state/local agencies (14%).

Generally, use of telework increased with employer size. About 
four in ten (41%) respondents who worked for employers with 
251 to 999 employees and 42 percent with 1,000 or more 
teleworked, compared to only one-quarter of respondents who 
worked for employers with 100 or fewer employees.

Six in ten (60%) teleworkers worked under a formal 
telework arrangement with their employer and 37 
percent teleworked under an informal arrangement. This 

represents a seismic shift from 2007, when just 19 percent 
of teleworkers had a formal agreement. 

The survey found that the number of teleworkers in the 
region is understated as some employees who telework 
infrequently do not consider themselves teleworkers. 
Nearly three-quarters (73%) of respondents who self-
identified as non-teleworkers had teleworked all day at 
home at least once in the past year. These respondents 
represented about 22 percent of commuters region-wide 
or a total of 692,000 commuters. When added to the 35 
percent of commuters who self-defined as teleworkers, 
the total percentage of workers who telework at least 
occasionally rises to 57 percent.

To view the full State of the Commute report, visit  
www.commuterconnections.org and click on About Us, 
then Publications. 

“Air quality and public health are part of our community’s “
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Nominations are being accepted for the 2021 Employer 
Recognition Awards. This will be the 24th annual event 
recognizing employers within the Washington, DC metropolitan 
region that have developed outstanding programs to encourage 
employees to bike, walk, rideshare, telework, use transit 
or work schedule alternatives. Employers may submit a 
nomination in one of three categories:

Incentives – Offering a host of commuter incentives to 
encourage and reward employees for using alternative 
means of transportation to and from work.

Marketing – Educating about and championing the use of 
alternative transportation options by frequently promoting 
available commute programs to employees in creative and 
informative ways.

Telework – Providing a policy framework and technology 
to allow employees to seamlessly work from home, or at 
a local telework or co-working center, one or more days 
per week.

Winners will be honored at a formal awards ceremony 
in June 2021. Apply by January 29, 2021 at https://www.
commuterconnections.org/employer-recognition-awards.

Under a parking cash out program, an employer offering free 
or subsidized parking provides employees with a choice to 
keep their parking space at work, or to accept a cash payment 
to give up their parking space. 

Parking Cash-Out is a means to reward employees for 
decreasing automobile traffic to and from the worksite. The 
cash payment can be transferred into a transit benefit as 
outlined in section 132 of the IRS tax code which allows an 
employee to apply pre-tax dollars of up to $270 per month. 
Parking cash-out is an incentive to take public transportation 
or vanpool to work. The tax-free benefit can be used towards 
commuter rail, Metrorail, commuter bus, Metrobus, local bus 
systems, and vanpools. 

In 2019, the District of Columbia passed the Transportation 
Benefits Equity Act. Part of that legislation was a 
recommendation to employers to provide a Parking Cash-Out 
program for worksites that provide free or subsidized parking. 

In the current coronavirus pandemic, certain health 
and safety concerns exist among transit riders. By 
following CDC guidelines and recommendations outlined 
by Commuter Connections as part of its Commute with 
Confidence initiative, use of transit and ridesharing can be 
done safely and assuredly. 

A key step to implementing a parking cash-out program is 
a payroll change to an employee’s options for commuting 
benefits instead of the parking benefit. Along with the 
payroll adjustment, employers should assess parking 
allotment at the worksite and feasible options for 
preferential parking for employees considering vanpooling 
to take advantage of the transit benefit to defray vehicle 
operation costs. The parking cash-out option for 
employees can become a means of reducing parking costs 
and a better commute to and from work. 

Parking cash-out is a valuable and useful incentive at little to 
no cost to both employer and employee. For more information 
on Parking Cash-Out visit commuterconnections.org and click 
on Employers, Overview of Services, Parking Management.

WHAT IS PARKING CASH-OUT?

800.745.RIDE    commuterconnections.org

PERCENTAGE OF WASHINGTON REGION EMPLOYEES TELEWORKING

A recent survey of employers in the Washington, DC 
metropolitan region was conducted by Commuter 
Connections to examine coronavirus pandemic experiences. 

180 employers responded, representing a wide range of 
employer types and sizes. The survey assessed worksite shut 
downs, level of teleworking at worksites before and during the 
pandemic, and challenges and benefits experienced during 
the unprecedented heavy remote work period. 

Nearly all (93%) employers reported that their worksites 
shut down or reduced on-site operations for employees. 
More than three-quarters (77%) had shut-down or reduced 
operations at all worksites and 16 percent had shut down 
some worksites. 

Nearly all (97%) respondents said at least some 
employees were teleworking during the pandemic. More 
than half (55%) said all employees teleworked all workdays 
and 11 percent said all employees teleworked some 
of their workdays. Three in ten (31%) noted that some 
employees teleworked, but that others worked at their 
usual work location. 

More than six in ten (61%) employers had a formal telework 
policy or program in place before the pandemic began, and 
14 percent said they initiated one during the pandemic. 

Thirty-seven percent of employers said they would 
continue telework at a level higher than pre-pandemic 
levels, allowing more employees to telework than before 
the pandemic and/or allowing more days or hours of 
telework per week. Twenty percent said they would most 
likely continue telework at pandemic levels. 

“Telework prepared us for moving forward with 100% 
remote [employees] when the pandemic hit in March. The 
company continued operations without missing a beat,” said 
Dale Roberts, Chief Operating Officer at Tesla Government. 

Almost two-thirds (64%) of respondents considered flexible 
or staggered work hours and nearly three in ten (29%) 
considered compressed work schedules to reduce the 
spread of future virus outbreaks after offices reopen. 

Child/dependent care rated as the most significant concern 
during increased teleworking. The other highest issue of 
concern was employee isolation. 

Nearly half (48%) of all respondents said employees felt 
they were more productive working remotely, and more 
than one in five (21%) said employees had improved 
communication with managers. Roberts added, “We 
have several supervisors who, prior to the pandemic, 
were reluctant to allow more than 2-days per week of 
telework for their teams. They feared loss of a cohesive 
team and have learned how to keep the team environment 
functioning extremely well and productive through use of 
video, phone and messaging capabilities available to them.”

The overwhelming benefit, cited by 75 percent of 
respondents, was not having to commute to work. Six 

SURVEYS REVEAL TELEWORK LEVELS PRE-POST COVID-19

Continued on page 2
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