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REMOTE WORK PRACTICES

Introduction

The Remote Work Practices Survey was initially published in January
2021 in partnership between Empsight International, LLC and
Deloitte Consulting LLP. This survey gathered the responses of 202
companies from a cross-section of industries to understand their
Remote Work practices and policies and the impact of COVID-19 on
these.

This reports covers the findings from a follow-up survey to the
original that was conducted in August/September 2021. This survey
received responses from over 130 organizations.

The results confirm our expectation that as we emerge from the
COVID-19 pandemic, remote work is here to stay, with most
organizations adopting a hybrid approach.

Furthermore, the majority of companies in the study (82.5%) who
utilize geographically differentiated salary ranges or pay zones apply
those to individuals who work remotely or in a hybrid manner.

This report covers the findings from the survey, and how
organizations are adjusting to the continuation of remote work
following the COVID-19 pandemic.
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REMOTE WORK PRACTICES

Remote Work Policies

58.6% of respondents said that their remote work policy is permanent compared to only 41.5% of organizations previously. Of these remote work policies,
the majority feature a hybrid approach, with workers performing their duties in part remotely and in part on-site/in-office. An additional 33.1% of
respondents have yet to decide if their remote work policy is here to stay, but 78.7% of respondents said there is flexibility for 100% remote work.

Are your remote work policies 1%
temporary or permanent? .

\ more than 95%

on-site/In-office

Fully remote

Permanent

59%
Hybrid

Temporary
8%

What is your current

remote work policy?
I
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For the majority of hybrid employees,
what is the number of required in-office
days per week?

6%

No target
44%




REMOTE WORK PRACTICES

Restrictions on Remote Working

43% of respondents currently place restrictions on where remote employees can work from, with a further 19.3% indicating that they are considering
adding location-specific guidelines in the next 12-months.

Residency Requirement

Deloitte Perspective: - 49% require employees to work from the same country they are

The post-COVID demand for talent appears to be driving currently livingin, with an additional 11.8% saying that they must work

employers to offer the maximum possible flexibility to their from the same state they currently live in.
workers, with almost 60% not having any guidelines on

where people can work from, and 80% of those not
considering adding any location-specific guidelines.

Distance to Office

23.5% of respondents require employees to work a certain distance
However, these companies trying to promote maximum away from their assigned office. 44% said that hybrid employees
flexibility should give additional consideration as to how must be able to travel to their assigned office on a day’s notice,
they manage their and their employees’ tax compliance. whereas only 13.5% require the same of remote employees.
Restricted Areas

25.5% of organizations prohibitindividuals from
workingin certain local jurisdictions due to tax /
employment/ liability laws.

Location Tracking

Only 4.1% of organizations monitor or track where
their employees work from. The majority assume

employees are working from their home or rely on

employees to self-declare.




REMOTE WORK PRACTICES

Geographically Differentiated Compensation

The majority of respondents (60.2%) have a geographically differentiated compensation policy, and 76.4% of that group apply the policy to remote
workers. Only a select few companies (4 or less) stated they have a different pay policy for office workers vs. hybrid or 100% remote workers.

Does your organization currently have, or are you If no geographically differentiated compensation policy and no plans to adopt, why?
considering adopting a geographically differentiated
compensation policy?

60%

50%

40%

30%

20%

- . .

0%
Use national averages Operational or Not identified as a need Apply premium pay Other

administrative costs are differentials on a
too expensive/disruptive discretionary basis

® Yes, no changes anticipated = Yes, and considering changes
Deloitte Perspective:

= No, no plans to adopt m No, but considering adopting

Geographic differential policies present a significant cost saving opportunity, given that as increased remote work has
become the new normal, many workers have rejected living in major metropolitan cities and relocated to more affordable
suburban areas.

Companies with a large, geographically disbursed remote workforce may want to use national averages for all except those
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REMOTE WORK PRACTICES

Geographic Differential Areas

The majority of organizations (75.8%) use geographic salary areas. The majority have 3-5 geographic areas in their current (44.9%) or future plan (51.1%).

This is similar to January '21 where 52.3% of organizations had 3-5 salary areas.

Starting point for geographic differentials

80.00%
69.4% 69.8%

70.00%

0.00%
National HQ Location Other January ‘21

B October'21 MW Future October '21

Most organizations use the national average as the basis for
calculating geographic differentials, very few expect to
change that approach in the future.
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28.8%

26.8%

25.8%

Number of Geographic Salary Areas

I R R TR

17.2%

23.4%

16.7%

26.5%

22.3%

19.6%

52.3%

44.7%

51.3%

IELVET A
60.00%
50.00% October "21
40.00%
30.00%
20.00% 14.4%13.504 16.2% 16.7% Basis for geographic salary areas

22.0%

15.2%

15.5%

17.2% 13.3%

17.0% 14.9%

15.4% 16.7%

6.8% 8.3% 7.6%
8.9% 6.3% 20.5%
9.3% 6.2% 23.7%



REMOTE WORK PRACTICES

Relocations and cross-area hiring

As a result of remote work becoming widespread during the COVID-19 pandemic, more employees are taking the opportunity to relocate, and
organizations are hiring individuals from more disperse geographic locations. However, when there are disparities in the individual's location and their
office locations, this brings into questions the geographic area their compensation should be aligned to.

When an individual is hired from a lower cost area When hiring remotely from a higher cost geographic
to an office in a higher cost geographic area area to an office in a lower cost geographic area

25.59%  of organizations offer compensationin 271.2Y%  oforganizationsoffer compensationin
line with lower cost area line with higher cost area
27.5% offer compensationin line with the 27.9% offer compensationin line with the lower

higher cost office location cost office location

22.5% offer compensationin line with the

. o, offer compensationin line with the
national ranges 21.2 A) national ranges

Survey results suggest office location and employee location are what tend to drive geographic factors being applied to

salaries. However, it is worth noting a significant percentage of respondents selected "Other." Many of those responses
mentioned considering cases on an individual basis, using primary work location or that their formal policy was still not confirmed.
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REMOTE WORK PRACTICES

Salary Reductions

When an individual initiates a relocation to a lower cost geographic area, only 17.3% of respondents stated that a salary reduction was included in

their permanent policy.

How are salary reductions calculated?

2.70%

44.50%

52.80%

m Straight cost of living adjustment
m Consistent compa-ratio in new salary range
m Other
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If an individual initiates a relocation to a lower cost geographic area, what is the
approach to applying differentials?

Move to a different office in a new .
city/region Move from office based to remote

Case-by-case

Current compensation
unchanged but factored into
future merit changes

Current compensation changed
immediately

Salary range changed to reflect
new location

Salary range changed to reflect
national structure

37.20%

13.90%

10.20%

24.80%

1.50%

12.40%

34.60%

16.20%

8.80%

22.10%

4.40%

14.00%

Case-by-case basis
Keep compa-ratio between 90-100%

Internal equity analysis

Manager discretion

o

ﬂOther" examples of calculating salary reductions include:

If employee is over max of the new range the employee will be brought to max of the new range

~

J




The not-so-new world of

remote work...

As the world emerges from the COVID-19 pandemic, many
companies have chosen to keep their remote work policies in place
with the majority adopting a hybrid approach.

This longer-term shift towards remote/hybrid working presents
companies with the opportunity for significant cost-saving
opportunities as workers do not need to be physically located in
high-cost of living areas.

This focus on building a cost-effective talent strategy must

balance with remote-friendlv approaches to work that enhance the
overall workforce exnerience. This will be a vital priority for
organizations looking to attract and retain the talent needed to
deliver results in an increasingly competitive labor market.

Full survey results available at the following link:
https://www.empsight.com/s.nl/it.l/id.170/.f

...Is here to stay, and organizations
must continue to adapt and embrace
the opportunities presented by a
more geographically dispersed

(but not necessarily disconnected)
workforce.


https://secure-web.cisco.com/1s2tEfXhM0S-zWayeaf2zg9bPX5UmdOiCcNPM8cyKumKMqMfevN87tJKWnTSoQf4KHKNg9t_N-EeX9psCZk4o7Xm7CTHj44y18bWzfxpQJko_3xqMxxWdInAhrj8B0h2P-2ExVQtnq8uzU1SNroDO_FgpRJIHFneSGWD4_DiwGl38Z9Yj_FJ2RAmaNzrT--KFY0dYryCZ7iQPC4IAPDQh5xI8IKh-CCidwla3cXST-zHzcTss7STZDFYLMChM3CYNQy5GCK94MgpuNq0t-q3EB6TRLunkRMKfFjhZmHDX1CEEpHBRqog7mDJ5Fu_Fo-HUqWx6yF750fc4Yf5MTP7qlf31qegndktCiOi474AWVaSg3kwghdEby_1H8XjPis3HNZR2my6_x-Dp2r468JtpbSLKY-5STzP5qA1pgPxne25FvZNKlGoPTJccPKjfCpMn-OcOYZvzOpIoqMQCkw61yfodUEa1f0Ym5B_oZBdmuvZQuzY-xLAOJ0Y0i9KF5KAMFOmIvctFJSmo_kD0R7AEIQ/https%3A%2F%2Fwww.empsight.com%2Fs.nl%2Fit.I%2Fid.170%2F.f

Contacts

Greg Stoskopf
Managing Director
30 Rockefeller Plaza
New York, NY
10112-0015

+1 212 618 4627
gstoskopf@deloitte.com

lan Dawson
Senior Manager
111 S Wacker Drive
Chicago, IL

60606

+1 312486 5714
iadawson@deloitte.com

Chad Atwell

Senior Manager

1601 Wewatta Street Suite 400
Denver, CO

80203

+1 303-518-6997
catwell@deloitte.com



Deloitte

= B
O us.esmaecs — Official Professional Services Sponsor
| ¢

Professional Services means audit, tax, consulting, and advisory.

About Deloitte

Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee ("DTTL"), its network of member firms, and their related entities. DTTL
and each of its member firms are legally separate and independent entities. DTTL (also referred to as “Deloitte Global”) does not provide services to clients. Please see
www.deloitte.com/about for a detailed description of DTTL and its member firms. Please see www.deloitte.com/us/about for a detailed description of the legal structure of Deloitte LLP
and its subsidiaries. Certain services may not be available to attest clients under the rules and regulations of public accounting.

Copyright © 2021 Deloitte Consulting LLP. All rights reserved.
36 USC 220506


http://www.deloitte.com/about
http://www.deloitte.com/us/about

	Remote Work Practices�Policies and Pay for your Remote Workforce
	Introduction
	Remote Work Policies
	Restrictions on Remote Working
	Geographically Differentiated Compensation
	Geographic Differential Areas
	Relocations and cross-area hiring
	Salary Reductions
	Slide Number 9
	Slide Number 10
	Slide Number 11

