The Voice of Talent

Return to the office report

More than 1,000 knowledge workers give insights into how and
where they want to work in a post pandemic work world.
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Introduction

he monumental shift into a remote work model has turned flexible
employment options from a novelty into a necessity, and worker
expectations have evolved with the emergence of the re-imagined office.

As offices begin to re-open, more organizations in both the private and public
sectors are unveiling their COVID-19 vaccination policies. Returning to the
workplace means employers must consider how their return-to-office
strategies will align with the acquisition and retention of skilled talent.

As offices re-open, employees are resigning in unprecedented numbers
and vaccination policies are beginning to take shape. This report was
created to provide data-driven insights into how employers can design their
return-to-office strategies to align with worker expectations and attract talent.
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Key Findings

—

1. After getting a taste of remote work,

talent is eager to leave the office
behind.

A whopping 90% of respondents want to work remote two
or more days a week.

Remote work has proven to be a successful model for Out of the 889 of total respondents who were working
both employers and talent, and over half of workers fully remote during the pandemic, 51.7% prefer to
prefer to continue working fully remote. continue doing so, and a whopping 90% want to work

remote two or more days a week.

During the Pandemic, how many days a week were you working remote?

1009
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0,
0.29%  0.87%  2.10%  1.50% 3.40%  490% o
-

1day per 2daysper 3daysper 4 days per 100% 100% in I was not Prefer not to
week week week week remote office working say
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After the COVID-19 pandemic, how many days a week would you prefer to

work remote?
100% in office |l 3.8%

100% remote I 51.7%
4 days per week [N 156%
3 days per week NG 14.4%
2 days per week I 8.9%
1day per week [ 3.6%

| am unsure/Prefer notto say. W 1.9%

Less than 4% of respondents want
to return to the office full time

It might be a mistake to force talent back on site 5 days a week

This study finds that while the majority of full-time employees, 3rd party

workers and freelancers prefer to continue working fully remote, those who
do want to return to the office in some capacity want flexibility in how they
choose to do so - very few people still favor the five-day on site work week.
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Key Findings

2. The way remote work happens
has changed.

When asked what type of remote work respondents
prefer, most answered working globally in a Work-from-
Anywhere environment (34%).

What does Work-from-Anywhere mean? This newly Every employer’s approach to Work-from-Anywhere will
adopted work model provides talent with the flexibility ~ differ, but employers should take three core ideas into
to work globally from anywhere in the world, regardless  consideration when establishing their policies:
of where the office is located.

Autonomy in how work is done, how to keep culture

In order to make Working-from-Anywhere work within intact and performance metrics. Investing in these key
an organization, a belief structure about what work can ~ principles can net benefits that include happier talent,
be and how it can be performed must be in place. increased productivity and property cost savings.

Work from Home
Work anywhere in the world.
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Remote work preferences

After COVID-19, What type of remote work do you prefer?

| prefer to work in the office. 3.5%

Working from home or another location in the same

. 28.6%
city as my employer.
Working from home or another location in the same 8.49¢
country as my employer. o
Working from home or another location in the same 13.29%
state or province as my employer. o
Working from home or another location in the same

0.10%

state as my employer.

Working from home or another location in the same L
.170
time zone as my employer.

(0]
ment.

Prefer not to say. 1.3%

Expect a fight if you think remote workers will accept a
pay cut. 61% of talent expects the same remuneration
regardless of where they work

If talent chooses to move from their current location The data suggests that talent views remuneration as a
to another location that has a lower cost of living in function of their performance and value, rather than a
a Work- from-Anywhere model, the majority will still reflection of where they live.

require the same pay rate or salary from their current
employer regardless of the change in living expenses.

If you chose to move from your current location to another location that has a
lower cost of living, would you require the same pay rate or salary from your

current employer regardless of the change in living expenses?

ves. | .20
No. [l 6.30%

| would depend on if non-monetary

incentives were offered, TN 21-20%

I am unsure/prefer not to say. [ 11.20%

0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00%
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Employers can provide a better work-life
balance by setting better boundaries

The COVID-19 Pandemic has workers re-evaluating
what’s important when it comes to a better work-life
balance, and they expect employers to provide clear

expectations in order to unblur the lines between work 72% of respondents cite

setting clear policies to
establish when staff

and home.

To remain productive while working remotely, talent

expects employers to not only provide greater flexibility must be available as

in working hours, but also do a better job at setting clear ‘im PO rtant’ or ‘very
policies to establish when staff must be available - with im porta nt’ to ensu ri ng
72% of respondents listing this as ‘important’ or ‘very D roduy CtiVity.

important’ to ensuring productivity.

However, data also suggests talent doesn’t want to be
micro-managed - with 51% citing more communication
and check-ins with managers are ‘somewhat’ or ‘not
important at all’

If you plan to work remote, how important are the following factors in

ensuring you are productive in your role?

H Not Important at all. B Somewhat Important. Important. m Very Important. B 1 am unsure/Prefer not to say.
More communication with manager I [ |
Care options for workers with dependants — ]
Childcare options for workers with children I .
Clearer policies on when staff must be availible  — ——— e
Greater flexibility in taking time off T — ' n
Training and learning development programs [ |
Better security policies to support remote work R |
Better mobile experience for work applications R |
Better hardware and equipment I )
Greater flexibility in work hours  maE— “_

72% of respondents cite setting clear
policies to establish when staff must

Employers need to invest in better tech in  beaviobie? s importantor very
order to keep remote workers productive e @ ensuingpredictity

Freedom and autonomy are the top priorities for modern  Employers need to work to find a balance between
workers and talent wants to be better equipped. 76% of ~ protecting their interests and creating an environment
respondents believe it’s ‘Important or very important’ where remote workers feel trusted and valued.

for the organization they work with to provide better As organizations consider their back to office strategies,
hardware and equipment and an additional 75% believe  they should also re-evaluate their current infrastructures
it to be ‘important or very important’ that better security  and policies to identify areas for improvements and
policies should be in place. upgrades.

8 Voice of Talent Report - 2021 These findings represent 839 of respondents to the question.



Key Findings

3. Employers now have two new levers

to pull to attract talent - and they
rival compensation in importance.

Flexibility is the new ‘high pay’

In midst of the Great Resignation period, engaging & Flexibility is now just as important as compensation for
retaining talent is incredibly difficult - especially if they  talent when choosing work opportunities - with 67%
have competing offers. Flexible work options, such as and 68% respectively citing each as ‘very important’.

remote and hybrid work models, have accelerated to
major selection criteria when seeking new opportunities.

As a deciding factor for talent, COVID-19 ., ..o i respondents respec.

workplace safety measures rival tively cited Commute and COVID-19

. safety measures as ‘very important’
commute times deciding factors when considering

. between competing opportunities.
Commutes, traditionally a top consideration, remain an
important deciding factor for talent, but now equally ' '
important is the COVID-19 safety measures an employer ++ ++
implements - with 43% and 45% respectively citing @
each as ‘very important’. + +
ymp * +
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Flexibility is now as important as remuneration for talent
when choosing work opportunities — with equal numbers,

67% and 68% respectively citing each as ‘very important’.

If you were offered more than one work opportunity, what motivating factors
are most important to you when choosing one organization over another?

Wellness & mental health programs

Flexible work accomodations for parents with
children

Opportunity to work with award winning
clients

Upskilling & reskilling programs
Learning & Development programs
Diversity, Equity & Inclusion

Mandatory vaccinations

COVID-19 safety measures & physical
redesign of office

Commute

Interesting work or projects

Flexible work options
Compensation (pay rate or salary) B

0% 20% 40 % 60% 80 %

B Not Importantatall. B Somewhat Important. Very Important.

10 Voice of Talent Report - 2021



1

Key Findings
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4. Employers must act now to rescue [J
talent from joining the La
Great Resignation

-

When it comes to current employment, 52% of talent cited
they are “likely” to “very likely” be looking to leave their
current position with the next 12 months.
Pandemic burnout, poor career growth and a collective

reassessment of what matters most has 52% of respondents
are inclined to leave their current positions within the next year.

. Not very likely . Somewhat likely, likely,
& very likely

. I am unsure/Prefer not
to say

How likely is fulltime talent to leave their
current organization within the next 12

months?

While workers once craved job security amid a national Data shows talent is optimistic about their careers, and
health and economic crisis, more full-time workers are they have choices. Organizations must put an emphasis
quitting their jobs than at any time in the last 20 years. on valuing what the best work environment may be for

The wave of resignations, 4 million in April of 2021 inthe  employees, such as flexibility in how and where they
United States alone, isn’t slowing down within the next work, and provide clear paths for growth in order to
12 months. maintain retention and risk losing valuable resources.
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Why would workers leave their current organization?

Overwhelmed and burnt out with current role

Poor career growth

Low salary or pay rate

Lack of perks or benefits

No childcare or dependent care programs

Lack of diversity

No upskilling or re-skilling programs

Safety reasons as a result of the COVID-19 pandemic
My contract will be at an end

| am not considering leaving

Prefer not to say

I 1 5.30%
I 13.90%
. 22.70%
I ©.30%

B1.10%

M 2.60%

I G.10%

I ©.30%
I 50.50%
I 19.60%
I 5.70%

Despite the uncertainties caused by the COVID-19
Pandemic, talent is optimistic about the future of work

— they have choices

While the office is being re-imagined, talent is optimistic
about how and where work will get done. Over the next

12 months, 73% of talent are ‘very optimistic or optimistic’
and less than 5% are not optimistic at all.

Over the next 12 months,
73% of talent are ‘very
optimistic or ‘optimistic’

How optimistic are you regarding your career over the next 12 months?

Not optimistic at all. | Somwhat optimistic. Optimistic Very Optimistic Prefer not to say
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Key Findings
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5. Building trust that offices are safe is
key to attracting and retaining
talent post pandemic

.
;-..;ﬂ r

64% of respondents cite they ‘would not return’ or would
‘feel uncomfortable’ returning to the office without
mandatory vaccination policies.

How and when employers bring talent back to the office  Before bringing talent back in any capacity, it’s critical
will have long-lasting impacts on both corporate culture  for employers to pay careful attention to demonstrating
and worker trust. Sixty-four per cent of respondents cite  offices are safe or risk losing key contributors.

they would ‘feel uncomfortable’ or ‘would not return’ to

the office without mandatory vaccination policies.

When returning to an office environment, how would you feel going back to
work in person before all onsite workers receive a vaccine?

| would not return 17.9%
| would feel uncomfortable 46.3%

| would feel comfortable 28.7%

I am unsure/Prefer not to say 7%
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Talent has mixed views on mandatory vaccination policies

Less than half of respondents 46% believe organizations
should require workers to get a mandatory COVID-19

vaccination before they are permitted to go back to the
office in person.

Less than half of respondents (45.8%) believe
organizations should require workers to get a mandatory
COVID-19 vaccination before they are permitted to go
back to the office in person.

However, an additional 26% believe restrictions should
be in place for non-vaccinated workers - putting an
emphasis on office safety and office redesign.

0 -
WS T T

What stance does your preferred work environment
take on COVID-19 vaccination?

COVID-19 vaccine should be mandatory 45.8% Data suggests that hard

COVID-19 vaccine postures, such as

COVID-19 vaccine should be voluntary with restrictions mandatory vaccination policies,

for non-vaccinated workers. will shrink accessible tech talent
pools by 16+ per cent.

COVID-19 vaccine should be voluntary with no restric- . .

tions for non-vaccinated workers.

| am unsure/Prefer not to say 12.3%

Vaccination policies must clearly communicate employer
commitments and expectations for worker safety

Employers must be thoughtful in their approach to vaccinations should include the consideration of wheth-
mandatory vaccinations or risk alienating a large pool er the vaccination is absolutely necessary to ensuring
of skilled talent. An organization’s posture on mandatory  worker safety.
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Impact on Talent Strategy

Hybrid and remote work models
are here to stay

The major shift in preferences towards Remote/Hybrid work will be a new consideration for retaining existing workers
and engaging future candidates. Furthermore, the onboarding approach in a mandatory vaccine environment must
be smooth with clear pathways for exceptions and accommodation decisions to be made.

What talent wants has dramatically changed.

Talent’s preferences for work have changed dramatically,  As organizations consider the next phase of workplace

with less than 5% of our surveyed consultants still strategy, we believe it would be wise to include hybrid

favoring a 5 day onsite work week. and remote options in order to stay relevant as a
competitive place to work.

For many, remote work now means global

We also see the span of remote work changing, with The expanding scope of Work-from-Anywhere means

34% of respondents indicating they expect to remoteto ~ employers need to consider how their workforce will

include engagements that cross global boundaries and span a larger geographic footprint. How will this be

only 28.6% believe they should be remote but in the impacted by jurisdictional global employment laws and

same city as their employer. other corporate tax implications? This type of remote
work model will open organizations up to new risks
associated with health, safety and financial considerations.
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Safety posture affects talent appeal

Talent wants to feel safe at work, and COVID-19 safety
has emerged as a major issue that will impact turnover
of current workers and ability to attract new hires.
Safety measures must be credible, communicated clearly
and implemented in a thoughtful way, particularly

when concerns are raised or accommodations required.
It will be a tricky conversation to navigate across the
enterprise. Workers need a very particular approach
that engages the organizations they work for and brings
them into the core communication plan.

Slowing down your hiring process
will put you at a disadvantage

Vaccination mandates are a relatively new phenomena
but are not dissimilar from other types of job specific
requirements that are already present in your recruitment
process (think background checks or credential
requirements).

To stay competitive in the battle for hiring top talent, it’s
essential recruitment processes stay fast and nimble,
even as these new checks are added in.

Careful and legally compliant screening for any new
workplace safety requirements need to be inserted at
the right stages of the process with close partnerships
between the employer, MSP and vendors to ensure
processes stay nimble and candidates have a great
experience.

Procom engages with thousands of knowledge
workers every day - and we know what your return-to-
office strategy will directly affect how you attract talent
in the re-imagined office.

This process must be further supported by a clear and
responsive approach to supporting exceptions and
accommodations when required.

Above all, organizations must be vigilant to avoid
introducing bottlenecks or delays that can negatively
impact their ability to secure top talent.

With the Great Resignation underway, competition for
talent is sharper than ever, and being even one day
slower in making an offer can easily result in missing an
essential hire.

Contact Procom today for a complimentary assessment

of your recruitment strategy.
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is one of North America’s leading staffing and contract
workforce services providers. A privately held company, Procom is
deeply committed to continuous growth and improvement to the
benefit of our Clients and our Consultants. Successfully meeting
the needs of Fortune 500 clients since 1978, Procom has 11 offices
across North America, with over 10,000 skilled professionals
currently on assignment.

Connect with us infy o






