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The way we work is no stranger to
change. From the Industrial Revolution to the
Information Age, technological advances have
transformed labour markets and our ways
of life. We’re now in the middle of another
evolution: the acceleration of hybrid work.
The COVID-19 pandemic has spurred rapid
changes in how and where Canadians work.
Roughly 40% of Canadian workers now hold
jobs that can be done primarily from home.1
These disruptions mean there’s no going back
to a strictly place-based way of working. And
we shouldn’t. Deloitte’s first Catalyst report,
A vision for a thriving Canada in 2030, showed
that continuing on our pre-pandemic trajectory
would have put us on a less prosperous path as
an economy and as a society.
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And yet, hybrid work can also exacerbate
inequity. Hybrid work as it exists today
is a privilege available primarily to wellpaid knowledge workers in urban centres.2
As hybrid work structures continue to expand
and evolve, protecting and supporting workers
who can only work in person—a group in
which low-income workers, single-earner
households, and certain visible minority
groups are overrepresented—will be critical. 3
Our vision is that by 2030, Canada will be
home to a leading hybrid work environment
that promotes inclusive growth and
benefits all working individuals.

Looking ahead, Canadian employers will
continue to set individual policies for hybrid
work that are suited to their business and
workforce. Governments also have a role to
play, supporting both the businesses offering
hybrid work arrangements and the individuals
participating in them. Effective policy action
can serve to maximize the economic and
social benefits of hybrid work while limiting
its possible harms. Canada must move quickly
to develop responsive and flexible policies to
ensure that hybrid work acts as an engine of
equitable prosperity. In response to these hybrid
opportunities and challenges, this paper aims
to identify key policy recommendations for
governments to consider.

We define hybrid work as employment that
takes place both remotely (from home or a location
of choice) and in person at an official workplace,
in either a flexible arrangement or on an agreed-
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Hybrid work arrangements offer an
opportunity to spark a new and better future.
Done right, hybrid work offers the potential
for better work-life balance. It could give
workers and companies more flexibility in
how, when, and where they work. It could open
the door to more inclusive work environments
that accept different working styles and
accommodation needs. And it could enable
greater geographic flexibility and economic
opportunity for Canadians across the country.

upon, pre-determined schedule. Hybrid work can
take many forms, from employer-defined in-person
and remote days of the week to fully flexible, with
employee control over location and schedule.
Our definition is also future-oriented, as certain
types of work that can only take place in person
today may evolve to become hybrid in nature as
technology advances.
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Our research approach

HOW MANY CANADIAN EMPLOYEES ARE WORKING REMOTELY?4

•
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%

2016

40

secondary research, including analysis of

23

%

%

emerging international best practices, to
determine which approaches Canada could

AUGUST 2021

APRIL 2020

implement to become a leader in inclusive
hybrid work.

WHAT PROPORTION OF THEIR HOURS DO EMPLOYEES WANT TO WORK FROM HOME?5

5

%

PRE-PANDEMIC

•

24

%

Literature review of academic and
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Hybrid work in Canada

Specialist consultations with Deloitte and
industry leaders who have deep experience
in—and understanding of—the trends shaping

POST-PANDEMIC

the future of work.

HOW MANY PEOPLE WHO STARTED WORKING REMOTELY IN 2020 WANT TO KEEP
WORKING MOST OF THEIR HOURS FROM HOME? 6

80

%
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1.
LAYING THE
FOUNDATION:
HYBRID WORK
ARRANGEMENTS
THAT PROMOTE
INCLUSIVE
GROWTH
What would it mean if hybrid work arrangements were to promote
inclusive growth? Employers will need to explore new practices and
models to enable arrangements that work well for their businesses and
workforces. Governments, meanwhile, are uniquely positioned to erect
the scaffolding to support employers and employees alike. We believe
that governments and policymakers should be creating conditions
for equitable, sustainable, and flexible hybrid work.
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Vision
Workers benefit equitably from hybrid
work opportunities, irrespective of their
professional seniority, demographics, or
location. Hybrid work serves as a catalyst for
removing labour force barriers for previously
underrepresented groups.

What happens if we don’t take action
Hybrid work exacerbates systemic inequalities.
Some Canadians have opportunities to access
progressive flexible working arrangements,
while others don’t. Women continue to bear a
disproportionate share of care work and unpaid
labour. The workforce becomes less talented
and less diverse.

Current state
•

Women in flexible work arrangements are more likely
to face lower pay, stalled careers, and backlash.7 They also
spend approximately 33% more time on unpaid work.8

•
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Aim 1: Equity

Immigrants and racialized people have unequal
access to hybrid working arrangements due to the fact
they make up a larger proportion of frontline workers
in Canada.9

•

More than half of Canadians living outside
metropolitan centres have no access to the high-speed
internet needed for remote work.10 Even in major cities
like Toronto, more than a third of households—largely
low-income—lack high-speed internet.11
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Vision
Hybrid work arrangements encourage wellness
and resilience in the labour force. Employee
mental and physical well-being is promoted
and respected.

What happens if we don’t take action
Hybrid work continues to blur the lines
between home and office. Employees feel
pressured to be online at all hours of the day,
and struggle to manage personal and family
obligations. Differentiating home from work
continues to tax mental health and contribute
to burnout.

Current state
•

More than 80% of Canadians who worked from
home during the COVID-19 pandemic reported feeling
symptoms of burnout, and roughly 70% experienced
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Aim 2: Well-being

feelings of stress.12
•

40% of remote-working employees struggle to
balance work and family responsibilities.13

•

18% of employers are worried about their ability
to help remote staff avoid burnout and to recognize
their accomplishments.14
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Vision
Most jobs are afforded elements of flexibility,
including activities that can be completed
outside formal workplaces, more adaptive
hourly scheduling, and penalty-free,
last-minute, paid time off. Employees are
empowered by organizational operating
models, cultures, and leadership to choose
the hybrid arrangements that work for them.
There is no “have” and “have not” division
in the labour force.

What happens if we don’t take action
Hybrid work continues to exclude certain
types of work and professions. Organizational
cultures place a disproportionate emphasis
on in-person interactions and leadership “face
time” for performance assessments. Employees
are prevented from taking full advantage of the
hybrid opportunities that exist on paper.

Current state
•

Flexible and hybrid work arrangements tend to be
available to senior- and mid-level employees but largely
unavailable to their junior-level peers.15

•
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Aim 3: Flexibility

38% of workers in Canada worry that working from
home will negatively impact their career. Immigrants,
young workers, racialized workers, and Indigenous
workers are all more likely to express this concern.16

•

Almost one in five employers find it difficult to trust
employees to get work done in a hybrid setting.17

•

75% of hybrid or remote knowledge workers’
expectations for working flexibly have increased.18
If returning to on-site work is mandated, two out of
five employees would consider leaving their jobs.19
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2.
GETTING
HYBRID RIGHT:
PUBLIC POLICIES
TO STEWARD
HYBRID WORK
ARRANGEMENTS
Governments across Canada have a central role to play in stewarding
the conditions for inclusive hybrid work arrangements. Ensuring these
arrangements promote equity, well-being, and flexibility will require both
changes to existing policies designed around place-based work and the creation
of future-oriented policies. These government interventions will continue to be
strengthened by intentional engagement and collaboration with businesses,
employers, and employees. In the following section, we lay out actions that
policymakers can take to maximize the benefits and minimize the harms of
hybrid work, thereby positioning Canada as a leader in inclusive
hybrid work by 2030.
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Provide updated
guidance regarding
existing employee
protections
Meaningful inclusion will continue to be
challenged by the emergence of hybrid work,
just as it was challenged by the drastic shift
to remote work during the pandemic. The
combination of face-to-face and remote
engagement may lead to more privileges for
workers who prefer, and are able to access,
more in-person work. For instance, employees
with more in-person interactions with
management may be more readily promoted.20
Without appropriate policy guidance, some
groups of employees could be left behind.
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To strengthen inclusion and equity,
governments will need to clarify the application
of existing human rights codes to hybrid work
arrangements. Canadian human rights codes
already generally guard against discrimination
on the basis of race, creed, sex, disability, age,
sexual orientation, marital status, and family
status, and some jurisdictions similarly bar
discrimination based on gender identity and
expression.21 Most jurisdictions also employ
some form of equal-pay legislation to compel
wage equity between genders.22

As hybrid work evolves, new potential
pitfalls with respect to ongoing human rights
compliance could emerge. For example, given
that some data suggests more women than men
prefer hybrid work, and that employees with
disabilities are more likely to work primarily
from home, updated guidance on compliance
with the existing codes would help ensure that
certain groups are not disadvantaged by hybrid
or remote work policies.23

Employers may also benefit from updated
guidance on their legislated duty to
accommodate their employees in the context
of hybrid work. For example, the federal
government released guidance early in the
pandemic to help federally regulated employers
understand how to approach their duty to
accommodate.24 Similar guidance for employers
regulated at the provincial and territorial level
would help promote inclusive and equitable
arrangements across Canada.
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Provide updated guidance regarding existing employee protections cont’d

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 11

Supporting workers is a key component of
a well-functioning, equitable labour market.
Ensuring the growing hybrid work labour
force is both recognized and respected is
an increasingly important objective for the
purposes of talent retention and workforce
equity. Other countries have already taken
measures with hybrid workers in mind (see
“Modernizing employment practices for hybrid
workers in Europe” on page 14). Canadian hybrid
workers may be well supported by a focus on:
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Modernize
employment
practices

Requests for reasonable flexibility
The desire for greater flexibility was already a
trend among employees before the pandemic.
In response, employers had started offering
flexibility with respect to the location of work.
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Equally important, but less explicitly addressed
by hybrid models, is flexibility concerning
the hours of work. Under existing Canadian
human rights codes, employers may be
required to offer flexibility as part of their duty
to accommodate employees (e.g., modified
hours for those with caregiving obligations).
However, employers and employees alike
could benefit when employers duly consider
flexibility requests from employees for reasons
beyond those protected by human rights
codes (e.g., a worker who prefers remote work
for productivity). In light of shifting norms
around ways of working, it will be important
for governments to continue engaging with
employers to understand how these practices
could be adopted more broadly, or how needs
have evolved.

Disconnecting from work
Hybrid work has blurred the lines between
home and work, exacerbating another challenge
that existed even before the pandemic. Several
countries have legislated measures to help
employees step back, or “disconnect,” from work
without fear of reprisal.25 In Ontario, legislation
has been introduced that requires employers to
develop a policy with respect to disconnecting
from work, and the federal government has
committed to co-developing such a policy for
federally regulated workers.26 It will be important
to monitor progress in both jurisdictions and
consult with labour groups and employers
to avoid unintended consequences, such as
managers increasing pressure on staff during
their “on” hours or the strain of new requirements
impeding business recovery.27 As provincial,
territorial, and federal governments continue to

explore policy changes to support disconnecting
from work, a key consideration will be ensuring
that the policies encourage and enable flexibility
for employees without overly prescribing norms
around standard working hours and location.
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Modernize employment practices cont’d

Governments can also make an impact
through their role as some of the largest
employers in Canada. By taking a clear
position on adopting internal reasonable
flexibility and by considering options to
help employees disconnect from work, their
example can encourage other employers to
adopt best practices, without necessarily
codifying regulatory requirements. Such
measures can serve to promote equity, wellbeing, and flexibility for hybrid workers while
expanding access to this form of work.
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Case study: Modernizing employment
practices for hybrid workers in Europe
Requests for reasonable flexibility
The United Kingdom recently updated its labour legislation to
allow employees to request flexible work arrangements from
the first day of employment, down from six months under
previous rules. Employers can refuse on one of eight grounds,
including cost burden or an inability to reorganize work among
other staff.28 However, they must process requests in less
than three months, disclose reasons for any refusals, and offer
alternative arrangements. The measures come as part of a
broader program, the Good Work Plan, introduced in 2019 to
examine the full range of flexible working options, such as fewer
or different hours and job shares.29

Disconnecting from work
Ireland is introducing legislation specifically focused on
the new reality of hybrid work. It includes the ability for
employees to not have to routinely perform work outside
normal working hours, to not be penalized for refusing to
attend to work matters at those times, and a duty to respect
others’ disconnecting practices. Meant to be flexible, the rules
do not codify what counts as “normal” working hours, but do
suggest best practices, like managerial training and adjustments
for time zones. Unlike previous legislation of its kind, these
new measures apply equally to workers who are remote
and onsite.30
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Hybrid work presents an opportunity to
promote more even prosperity across the
country outside the major metropolitan
centres that have traditionally benefited
as nodes of place-based work economies.
Record numbers of Canadians migrated to
the Maritimes in 2021, for example, primarily
from more populous provinces such as Ontario
and Alberta. 31 Reducing barriers to crossjurisdictional work could enable more even
economic growth and greater prosperity for
communities that haven’t benefited from
place-based work in the same way.
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Remove
cross-jurisdictional
barriers
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Such barriers might include:
Income tax requirements
Place-based definitions in tax rules create
uncertainties that may disincentivize employers
and corporations—particularly smaller or
regional ones—from employing hybrid staff.
Deloitte’s conversations with clients revealed
that many have paused their plans to allow
remote or hybrid work until they better
understand the tax implications, particularly
for corporate income and payroll obligations.

Currently, employers must allocate corporate
income across jurisdictions for tax purposes,
generally based on the proportion of revenue
attributable to a “permanent establishment”
(PE).32 Under existing definitions, the home of
a remote-working employee could be classified
as a PE, potentially introducing tax obligations
in a jurisdiction where the business was not
otherwise taxable.33 The existence of a PE also
affects an organization’s eligibility for certain
provincial/territorial tax credits and incentives.
Meanwhile, payroll obligations (e.g., provincial
income tax) are determined based on where an
employee reports in for work or where payroll is
processed, and both can be difficult to determine
in a hybrid or remote environment. What’s more,
employer-level income taxes vary by province.

In the immediate term, there is an opportunity
for federal, provincial, and territorial governments
to provide guidance on the determination
of jurisdiction of employment in a hybrid
environment under current rules. In the longer
term, it may be worth exploring how existing
legislation could be simplified. For instance,
payroll obligations could be aligned with
personal income tax residency rules, which are
based on the employee’s province of residence
as at December 31. These actions could make
it easier for smaller and regional businesses to
offer hybrid work arrangements, and thus for
more Canadians to benefit from them.
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Remove cross-jurisdictional barriers cont’d
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Data privacy
Canadian data privacy law is a patchwork of
provincial, territorial, and federal frameworks.
As a result, organizations that operate in
multiple jurisdictions may be bound by
different requirements. The overlapping and
varying nature of data privacy laws may create
additional considerations for businesses with
newly hybrid operations across provinces,
including the need to adhere to different rules
governing the sharing of employee information
or storing of customer data.34 These challenges
have begun to be addressed. Federal legislation
is being reviewed, Quebec has introduced
enhanced legislation, and Ontario and British
Columbia are consulting on forthcoming
updates. 35 To further support these efforts,
there is an immediate opportunity for privacy
commissioners across Canada to provide clear
guidance for employers on the application of
existing rules to hybrid work realities.

As privacy legislation in Canada continues
to evolve, the growth of hybrid work could
help catalyze a more transparent data privacy
landscape. For instance, some privacy rules
currently rely on “implied consent.” A key
component of the use of implied consent is an
individual’s reasonable expectations for how
their data is used. 36 If hybrid working results
in cross-jurisdictional sharing of employee
or customer data that’s outside of current
expectations, it may prompt the need for
more explicit consent provisions or updated
employment contracts. It would be prudent
for governments, regulators, and standardssetting bodies to address these challenges
by strengthening expectations and guidance
regarding accountability and assessment
in a hybrid context. 37 This would enhance
transparency and enable more secure
practices in hybrid arrangements.
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Remove cross-jurisdictional barriers cont’d
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The Deloitte report A vision for a thriving
Canada in 2030 showed that removing labour
market barriers could empower 90,000 more
women to enter the workforce over the next
decade.38 There is an opportunity for hybrid
work, and the flexibility that it offers, to help
break down those barriers. Women, who are
more likely to be caregivers, have also been
more likely than their male colleagues to face
lower pay, stalled careers, and backlash when
they participate in flexible work arrangements.39
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Modernize
caregiving systems
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Policymakers across Canada who are working to bolster labour market participation for women and caregivers could explore:
More flexible child care
The vast majority of licensed early-learning
and childcare (ELCC) centres in Canada
offer standard hours based on 9-to-5 work
schedules.40 At the same time, nearly 40%
of parents with young children work nonstandard hours, making it challenging to access
reliable, affordable ELCC that meets their
needs.41 Even before the pandemic, an increase
in the number of Canadians working nonstandard hours was forecasted.42 Hybrid work
has clearly accelerated that growth, blurring
the lines between work and home and between
“on” and “off ” hours.

As federal, provincial, and territorial
governments continue collaborating to
establish $10/day ELCC across the country,
it’s clear these systems need to be made more
flexible to account for more people working in
hybrid structures. Such models may include
ELCC centres exclusively for occasional care,
or networks of ELCC centres that supplement
parents’ regular services with occasional
spaces.43 Targeted policies may serve to
facilitate and expand flexible care. For instance,
defining clear requirements (e.g., staffing ratios)
for exclusively occasional care providers that
reflect their non-traditional operations.

Or, ensuring adequate funding for flexible
ELCC operators so that flexible and occasional
care is reliably available to the families who
need it most. Equipping the ELCC system to
better serve hybrid caregivers will also require
ensuring that high-quality care and education
are maintained even in non-traditional models.
Supporting the early-learning workforce and
developing better physical infrastructure
are important contributors to that quality,
as discussed in Early Learning and Childcare
as Key Economic Infrastructure, a report by
Deloitte and the Margaret and Wallace
McCain Family Foundation.
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Modernize caregiving systems cont’d
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Modernize caregiving systems cont’d

More flexible elder care
Improving Canada’s aged-care ecosystem
would similarly enable more family caregivers
to fully benefit from hybrid workforce
participation. The Deloitte policy brief Making
Canada the best place in the world to age by
2030: A senior-centric strategy outlines actions
governments can take, including integrating
aged-care providers and fostering a specialized
workforce. And, like the leadership role the
federal government has taken on child care,
there is a need to steward a pan-Canadian
aged-care ecosystem to ensure consistent care
standards across the country.

THE PANDEMIC’S IMPACT ON WORKFORCE INCLUSION FOR WOMEN

In April 2020,
women’s workforce
participation
dropped to

Between February and
May 2020, employment for
parents with young children
dropped by

55

5

7

for the first time
since the 1980s44

for fathers

for mothers45

%

%

%

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 20

Access to affordable high-speed internet is
necessary for participation in the remote aspect
of hybrid work. And while 94% of Canadian
households technically have access to highspeed broadband (the infrastructure for a
high-speed internet subscription exists),46 only
85% of households actually have internet in the
home (they have purchased a subscription).47
In other words, although broadband coverage
has improved in recent years, a gap still remains
due to a range of factors like affordability,
consumer choice, and technical capability.
The experience of remote work during the
pandemic has clearly demonstrated the extent
of digital inequity in Canada. Broadband access
and speeds need to be urgently addressed, as
discussed in Deloitte’s second Catalyst report
Digital equity: spotlighting Canada’s divide.
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Accelerate investment in
broadband affordability
and access
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Canada’s digital divide
ACCESS

AFFORDABILITY

46

%

OF RUR AL

HOUSEHOLDS

24

%

OF HOUSEHOLDS IN
INDIGENOUS COMMUNITIES

have access
to high-speed
broadband
infrastructure48

38

%

91

%

OF TORONTO

OF HOUSEHOLDS IN THE

HOUSEHOLDS

HIGHEST INCOME QUARTILE

report internet speeds
below the national
target, particularly
for the lower-income
and elderly49
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Accelerate investment in broadband affordability and access cont’d

76

%

OF HOUSEHOLDS IN THE
LOWEST INCOME QUARTILE

have internet access
in the home50
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Even as technological advancements like
low-earth orbit satellites have expanded
coverage to more remote regions, services
remain prohibitively costly for many
(e.g., one service provider’s fixed cost was
roughly $650, plus monthly service payments
of approximately $130). Focused policy
interventions to address the broadband
affordability gap would enable more equality
in hybrid work and reduce broader labour
force barriers for under-represented groups.

Governments are already taking action,
such as with the federal Connecting Families
initiative led by Innovation, Science and
Economic Development (ISED), which
subsidizes high-speed internet for low-income
families. 51An expansion of such approaches
across multiple levels of government—by
expanding eligibility, for example—could
also help democratize participation in hybrid
work. It may be worthwhile to explore ways
to incentivize uptake of such programs; for
example, through outreach with community
partners or by linking with other benefits and
credits for low-income Canadians.

With the advance of technology, the coverage
gap will continue to shrink. However, continued
government assistance, such as through the
$2.75-billion federal Universal Broadband Fund
or similar provincial programs, will remain
important. 52 Of particular focus should be the
need for more symmetric networks that offer
not only high download speeds, but also high
upload speeds, to reflect the changing nature of
internet use in a hybrid work context (e.g., group
video calls). It will also be important to ensure
that investments are disbursed in a manner that
is timely and appropriate to the community
beneficiaries. For example, there is a tendency
to frame projects for remote and Indigenous
communities as “last-mile” development, which
can limit the opportunity for local engagement.
A “first-mile” model would instead emphasize
community-driven development, with local
governments substantively engaging on
decisions regarding how the infrastructure
is built, managed, and used.53
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Accelerate investment in broadband affordability and access cont’d
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Foundational digital skills are necessary to
participate in the remote aspects of hybrid
work. For jobs that already required these
skills, participation in the remote part of
hybrid work may not require formal upskilling,
but as technology evolves, upskilling may be
needed. By 2030, the definition of foundational
digital skills may be different than it is now;
for example, literacy in artificial intelligence
could become a core component of education
or training requirements. 54
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Improve funding
to individuals for
digital upskilling
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The shift to hybrid work and the increasing
demand for digital skills may result in a more
polarized workforce, in which some people
have the skills to participate and others do
not. 55 Governments across Canada are already
working to address the literacy and numeracy
gap in the labour force. These efforts can be
reinforced through further action, along with
support from businesses and other employers,
to ensure that all Canadians can acquire and
develop the digital skills needed to equitably
participate in and benefit from hybrid work.
Particular attention should be paid to people
who are already at risk of being excluded,
including women, Indigenous peoples,
low-income households, older people, rural
residents, newcomers to Canada, and people
with disabilities.

Governments could prioritize:
Upfront funding for digital upskilling
While Canadians can currently access some
financial relief from government to pursue
training, including but not limited to digital
upskilling, most programs do not reflect the
fact that most training providers require
payment up front. For example, the Canada
Training Credit (CTC), offered by the federal
government, provides funds to those eligible
by way of a tax rebate—this means there’s a
gap between the time the expense is paid for
and when it’s reimbursed. Tax credits are also
historically more accessible to higher-income
earners and those who are already overrepresented, such as highly educated people
and employees of large enterprises. 56

Foundational digital skills are defined as
having the ability, comfort, and confidence to
operate digital systems, tools, and software
applications; as having basic informational and
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Improve funding to individuals for digital upskilling cont’d

data literacy; and as being able to communicate
and collaborate digitally, including knowledge of
digital etiquette. 57
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Reducing up-front financial barriers is essential
to enabling more Canadians, particularly from
lower-income levels, to participate in reskilling
programs.58 The federal government’s 2019
Digital Charter notes that it must continue to
support cost-effective options for Canadians
wanting to reskill in order to account for the
pace of change of employment demands.59
To encourage as many workers as possible to
take advantage of hybrid work opportunities,
governments could consider providing help
for training up front. Shifting from a credit
to a voucher funding structure may be an
effective first step to increase enrolment in
these programs.60

Funding for non-traditional
reskilling options
Governments could investigate adding nontraditional reskilling providers to the types
of organizations that Canadians can receive
up-front funds to access. Offering a variety of
reskilling options—specifically, accelerated
training programs—will be important in order
to quickly address the digital skills gap in
Canada. Such options include self-teaching
or programming offered through community
resources, online resources, skills bootcamps,
or internships.61 Some certified massive open
online courses (MOOCs), for example, are
high-quality and low-barrier.62 In tandem,
governments will need to continue to develop
enhanced measures to reduce the risk of fraud.

The Canada Training Credit
The recently launched CTC is an example of
how the Government of Canada is investing in
future-ready skills. It’s a taxable rebate for people
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Improve funding to individuals for digital upskilling cont’d

aged 25 to 65 who earned a total working income
of at least $10,000 and no more than $150,000 in
annual net income. Eligible Canadians can claim
up to $250 per tax year, up to a maximum of
$5,000 in a lifetime, for training or occupational
skills courses from a list of certified educational
institutions maintained by the Ministry of
Employment and Social Development.63
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The pandemic has severely challenged local
economies and industries that traditionally
relied on place-based workers. Without
targeted policy interventions, continued hybrid
work may contribute to localized disparities
and inequities, particularly in central business
districts and industrial parks. To ensure these
types of communities can benefit from hybrid
work, policy interventions might start with
supporting the conversion of space that has
become unused or redundant in an effort to
reignite local economies.
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Help central business
districts navigate
the transition from
place-based work
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Hybrid work and metropolitan centres

HOMES

OFFICES

LOCAL ECONOMIES

Home prices are expected
to rise over the next year.
Estimates range from 5.6%
at the low end up to

The price of office
space in central business
districts is forecasted
to fall by up to

Spending in
major city centres
is forecasted to
fall by

11-20

20

5-10

%
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%
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UNLESS THE SPACE IS

BECAUSE EMPLOYEES ARE SPENDING

CONVERTED TO OTHER USES65

LESS TIME AT THE OFFICE 66
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One solution may be for municipalities to
explore retrofitting currently unused offices into
residential or mixed-use spaces. This is, however,
a complex process that often requires modifying
the basic building structure, including windows,
plumbing, and insulation.67A silver lining is that
older buildings with modular office designs,
which are less attractive in an era of openconcept floor plans, are structurally better suited
to residential conversion.68
In addition to being a proactive response to
hybrid work, converting unused office space
can address other municipal challenges, such
as housing affordability and the diversification
of urban cores. Municipal governments have
several levers at their disposal to facilitate such
retrofits, including rezoning, grants, and tax
incentives (e.g., applying residential-property tax
treatment at the time of permit granting rather
than at retrofit completion).

Some jurisdictions are already exploring this
approach, like Calgary’s $45-million offering to
incentivize building conversions (see the case
study on page 30).69 However, cost remains
a challenge: most retrofits are commercially
unattractive and require some public funding,
and municipalities are fiscally limited by their
inability to run budget deficits.70 Initiatives
would benefit from federal funding, which could
be administered through the Canada Mortgage
and Housing Corporation’s (CMHC) National
Housing Co-Investment Fund. The fund
already offers low-cost and forgivable loans for
projects that have support from another level of
government, prioritizing projects that promote
accessibility, energy efficiency, and social
inclusion.71 In light of the impact of hybrid
work on office space and downtown regions,
projects that retrofit commercial buildings
should be prioritized. Such projects would align
with CMHC’s sustainability objectives, since

fewer buildings would be demolished and sent
to landfills.72 A key consideration would be
ensuring that federal support is needs-based
and equity-promoting, such as being based on
population or number of vacancies.
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Case study: Converting unused office
space to revitalize Calgary’s downtown
Like many metropolitan cores, Calgary’s downtown was
hit hard by the pandemic. Companies that occupied the
many office towers sent people to work from the safety of
their homes, restaurants switched to delivery or curbside
pick-up only, and in-person shows at the arts commons were
postponed. Calgary’s once-thriving energy industry had
already been mired by economic shocks, making it difficult
for the city to maintain an active downtown community.
In less than a decade, the way people live, work, travel, and
engage with their communities changed dramatically in
Calgary. These challenges have had a major impact on the
city’s office spaces. Vacancy rates in office buildings reached
nearly 30%. Property values of office buildings have dropped
by $16 billion since 2015. The downtown core wasn’t going to
return to its heyday.

73

Recognizing that this challenge required bold action, the
City of Calgary introduced the Greater Downtown Plan. The
vision is for its core to be the economic and cultural heart of
the city, increasing resiliency to climate and economic shocks,
and becoming more vibrant, especially outside traditional
office hours. As part of the municipality’s initial investment of
$200 million, $45 million will go toward financial incentives,
developed in partnership with private-sector real estate
partners, to spur investments in office conversions. The hope
is that these incentives will bring in developers who can
transform unused office spaces into residential or mixeduse buildings, student or senior housing, post-secondary
institutions, and amenities that will reinvent the downtown
core into a thriving, robust, and resilient community.
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3.
INCLUSIVE
PROSPERITY
BY 2030
As businesses, employees, and governments grapple with
implementing hybrid work, an opportunity presents itself for
Canada to become a global leader in new and flexible ways of working.
It’s time for all levels of government to pioneer the conditions for hybrid
work arrangements that promote inclusive economic growth for all
working people.
To do this, governments can explore various policy levers, from
updating legislation and reorganizing funding vehicles to taking a
leading role as a large employer. We believe that policy interventions
should be grounded in the pursuit of equity, well-being, and flexibility
for all. By maximizing the benefits of hybrid work and minimizing its
harms, we can define and create conditions that position Canada to be
one of the best places in the world to live and work.
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Provide updated guidance regarding existing
employee protections
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Summary of
recommendations

Modernize employment practices
Remove cross-jurisdictional barriers
Modernize caregiving systems
Accelerate investment in broadband affordability and access
Improve funding to individuals for digital upskilling
Help central business districts navigate the transition
from place-based work

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 32

POLICY BRIEF // FUTURE OF CANADA CENTRE

Acknowledgements

This policy brief was authored by Stephen Harrington, Deloitte’s national lead
for Workforce Strategy.
A follow-up to the Deloitte Future of Canada Centre’s first Catalyst report,
A vision for a thriving Canada in 2030, it charts the country’s path from recovery
from the COVID-19 pandemic to a prosperous, resilient, and inclusive economy
and society in 2030. Read more about the Future of Canada Centre on page 36.
The Future of Canada Centre gratefully acknowledges Ryan Dormer, Farah Huq,
Evan Matthews, Maya Prager, Michael Southcott, Alexandra Wilkinson, and
Kathy Woods for their contributions to the research and writing of this policy brief.

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 33

2. Edd Gent, “What Remote Jobs Tell Us about Inequality,” BBC, September 23, 2020,
https://www.bbc.com/worklife/article/20200921-what-remote-jobs-tell-us-about-inequality.
3. Derek Messacar, René Morissette, and Zechuan Deng, “Inequality in the Feasibility of Working
from Home during and after COVID-19,” Statistics Canada, June 8, 2020, https://www150.statcan.
gc.ca/n1/pub/45-28-0001/2020001/article/00029-eng.htm.; Statistics Canada, “The Daily —
Experiences of Discrimination during the COVID-19 Pandemic,” September 17, 2020,
https://www150.statcan.gc.ca/n1/daily-quotidien/200917/dq200917a-eng.htm.

13. Environics Institute for Survey Research, “Work at Home or Live at Work: The Complexities
of New Working Arrangements,” April 12, 2021, https://www.environicsinstitute.
org/docs/default-source/default-document-library/eng-wave-2-report-1-draft-apr12_
links4e287e005ce84e4c9bee2f296eb462da.pdf ?sfvrsn=3dc03096_0.
14. Robert Half Talent Solutions, “Survey Finds Hybrid Work Will Vary By Job Type And Company
Size Post-Pandemic,” August 17, 2021, https://www.roberthalf.ca/en/survey-finds-hybrid-workwill-vary-by-job-type-and-company-size-post-pandemic.
15. Ellen Ernst Kossek and Brenda A. Lautsch, “Work–Life Flexibility for Whom? Occupational
Status and Work–Life Inequality in Upper, Middle, and Lower Level Jobs,” Academy of
Management Annals 12, no. 1 (2018): pp. 5–36, https://doi.org/10.5465/annals.2016.0059.

4. Statistics Canada, “The Daily — Labour Force Survey, April 2020,” May 8, 2020,
https://www150.statcan.gc.ca/n1/daily-quotidien/200508/dq200508a-eng.htm.; Statistics
Canada, “Working from Home in Canada: What Have We Learned so Far?”

16. Environics Institute for Survey Research, “Work at Home or Live at Work: The Complexities of
New Working Arrangements.”

5. Statistics Canada, “The Daily — Economic and Social Reports, May 2021,” May 26, 2021,
https://www150.statcan.gc.ca/n1/daily-quotidien/210526/dq210526e-eng.htm.

17. Robert Half Talent Solutions, “Survey Finds Hybrid Work Will Vary By Job Type And Company
Size Post-Pandemic.”

6. Statistics Canada, “The Daily — Study: Working from Home: Productivity and Preferences,”
April 1, 2021, https://www150.statcan.gc.ca/n1/daily-quotidien/210401/dq210401b-eng.htm.

18. Gartner, “Future of Work Reinvented: Returning to the Workplace – Differently,” accessed
January 5, 2022, https://www.gartner.ca/en/insights/future-of-work.

7. Matthew B. Perrigino, Benjamin B. Dunford, and Kelly Schwind Wilson, “Work–Family Backlash:
The ‘Dark Side’ of Work–Life Balance (WLB) Policies,” Academy of Management Annals 12, no. 2
(2018): pp. 600–630, https://doi.org/10.5465/annals.2016.0077.

19. Gartner, “Future of Work Reinvented: Returning to the Workplace – Differently.”

8. Employment and Social Development Canada, “Backgrounder: The ‘Right to Disconnect,’”
March 18, 2021, https://www.canada.ca/en/employment-social-development/corporate/portfolio/
labour/programs/labour-standards/consultation-right-to-disconnect-and-gig-work/backgrounderright-to-disconnect.html.
9. Statistics Canada, “The Daily — Experiences of Discrimination during the COVID-19 Pandemic.”
10. Statistics Canada, “The Daily — Access to the Internet in Canada, 2020,” May 31, 2021,
https://www150.statcan.gc.ca/n1/daily-quotidien/210531/dq210531d-eng.htm.
11. Sam Andrey et al., “Mapping Toronto’s Digital Divide,” Ryerson Leadership Lab, January 2021,
https://www.ryersonleadlab.com/digital-divide.
12. Amy Hackney et al., “Brief Report of Initial Key Findings: National Work from Home Survey
on Physical and Mental Health of Canadians,” Canadian Institute for Safety, Wellness, and
Performance, accessed September 30, 2021, https://cms.conestogac.on.ca/sites/www/Shared%20
Documents/research/CISWP/BriefReportWFHSurvey.pdf.

20. Joan C. Williams, Rachel M. Korn, and Mikayla Boginsky, “Don’t Lose the Democratizing Effect of
Remote Work,” Harvard Business Review, August 4, 2021, https://hbr.org/2021/08/dont-lose-thedemocratizing-effect-of-remote-work.
21. L&E Global, “Anti-Discrimination Laws in Canada,” December 1, 2020, https://knowledge.
leglobal.org/anti-discrimination-laws-in-canada/.
22. Ibid.
23. Benefits Canada, “Women Embracing Remote Working during the Pandemic More than Men:
Survey,” May 26, 2021, https://www.benefitscanada.com/news/bencan/women-embracingremote-working-during-the-pandemic-more-than-men-survey/.; Lisa A. Schur, Mason Ameri, and
Douglas Kruse, “Telework After COVID: A ‘Silver Lining’ for Workers with Disabilities?,” Journal
of Occupational Rehabilitation 30, no. 4 (December 1, 2020): pp. 521–36, https://doi.org/10.1007/
s10926-020-09936-5.
24. Government of Canada, “Guidance for Managers on the Duty to Accommodate during
the COVID-19 Pandemic,” August 27, 2020, https://www.canada.ca/en/government/
publicservice/covid-19/easing-restrictions/departmental-guidebook/guidance-managers-dutyaccommodate.html.

25. Angela Henshall, “Can the ‘right to Disconnect’ Exist in a Remote-Work World?,” BBC News,
May 21, 2021, https://www.bbc.com/worklife/article/20210517-can-the-right-to-disconnect-existin-a-remote-work-world.
26. Government of Ontario, “Ontario Creating a Better Future for Workers,” press release,
October 25, 2021, https://news.ontario.ca/en/release/1001033/ontario-creating-a-better-futurefor-workers.; Government of Canada, “Question Period Note Details: Right to Disconnect,”
accessed March 19, 2021, https://search.open.canada.ca/en/qp/id/esdc-edsc,Tassi%20-%20
June2021%20-%20010.
27. Henshall, “Can the ‘right to Disconnect’ Exist in a Remote-Work World?”
28. Jane Croft, “Flexible Working Finds Support from UK Court Rulings,” Financial Times,
October 1, 2021, https://www.ft.com/content/89d1e31d-ddc5-48ec-908b-55f40b46dfc5;
Government of the United Kingdom, “Making Flexible Working the Default,” September 2021,
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/
file/1019526/flexible-working-consultation.pdf.
29. Peter Walker, “UK Staff to Gain Right to Request Flexible Working from Day One,” Guardian,
September 20, 2021, https://www.theguardian.com/money/2021/sep/20/plan-to-give-uk-staffright-to-request-flexible-working-from-day-one.

POLICY BRIEF // FUTURE OF CANADA CENTRE

ENDNOTES

1. Statistics Canada, “Working from Home in Canada: What Have We Learned so Far?,” October 27,
2021, https://www150.statcan.gc.ca/n1/pub/36-28-0001/2021010/article/00001-eng.htm.

30. Henshall, “Can the ‘right to Disconnect’ Exist in a Remote-Work World?”
31. Carrie Freestone, “A Regional Renaissance: More Canadians Drawn to Live on the Atlantic Coast
during Pandemic,” RBC Thought Leadership, October 4, 2021, https://thoughtleadership.rbc.com/
a-regional-renaissance-more-canadians-drawn-to-live-on-the-atlantic-coast-during-pandemic/.
32. Bruce Ball, “Breaking down the Implications of Remote Work on Taxes,” Chartered Professional
Accountants Canada, June 18, 2021, https://www.cpacanada.ca/en/news/pivot-magazine/2021-0618-remote-work-risks.
33. Ball, “Breaking down the Implications of Remote Work on Taxes.”
34. “Summary of Privacy Laws in Canada,” Office of the Privacy Commissioner of Canada, January
2018, https://www.priv.gc.ca/en/privacy-topics/privacy-laws-in-canada/02_05_d_15/.
35. Simon du Perron et al., “New Privacy Law In Québec: Impacts For Businesses - Privacy - Canada,”
accessed January 5, 2022, https://www.mondaq.com/canada/privacy-protection/1141046/newprivacy-law-in-qubec-impacts-for-businesses.
36. Office of the Privacy Commissioner of Canada, “PIPEDA Fair Information Principle 3 – Consent,”
January 8, 2018, https://www.priv.gc.ca/en/privacy-topics/privacy-laws-in-canada/the-personalinformation-protection-and-electronic-documents-act-pipeda/p_principle/principles/p_consent/.

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 34

54. Heather Russek, Jessica Thornton, and Darren Elias, “Yesterday’s Gone: Exploring possible
futures of Canada’s labour market in a post-COVID world,” Brookfield Institute, February 10,
2021, https://brookfieldinstitute.ca/future-of-work-in-post-covid-canada/.

38. Future of Canada Centre, “Catalyst: A Vision for a Thriving Canada in 2030,” accessed
July 9, 2021, https://www2.deloitte.com/ca/en/pages/future-of-canada-center/articles/catalyst.
html?icid=catalyst-latest.

55. Stacie Walsh, “Creating an inclusive digital future – urgent action needed,” Digital Freedom Fund,
September 1, 2018, https://digitalfreedomfund.org/creating-an-inclusive-digital-future-urgentaction-needed/.

39. Perrigino, Dunford, and Wilson, “Work–Family Backlash.”

56. European Centre for the Development of Vocational Training, Using Tax Incentives to Promote
Education and Training, (Luxembourg: Office for Official Publications of the European
Communities, 2009), https://www.cedefop.europa.eu/files/5180_en.pdf.

40. Donna S. Lero et al., “Non-Standard Work and Child Care in Canada: A Challenge for Parents,
Policy Makers, and Child Care Provision,” Childcare Research and Resource Unit, June 30, 2021,
https://childcarecanada.org/publications/other-publications/21/06/non-standard-work-and-childcare-canada-challenge-parents.
41. Ibid.
42. Ibid.
43. An Raes, An Piessens, and Dietlinde Willockx, Flexibility in Childcare, (2020), https://www.
mechelen.be/flexibility-in-childcare.
44. RBC Economics, “Pandemic Threatens Decades of Women’s Labour Force Gains,” July 6, 2020,
https://thoughtleadership.rbc.com/pandemic-threatens-decades-of-womens-labour-force-gains/.
45. Ibid.
46. Statistics Canada, “The Daily — Access to the Internet in Canada, 2020.”

57. Riina Vuorikari, Yves Punie, Stephanie Carretoero, and Lieve Van den Brande, “DigComp 2.0:
The Digital Competence Framework for Citizens”, JRC Science for Policy Report, 2016,
https://publications.jrc.ec.europa.eu/repository/handle/JRC101254.
58. Employment and Social Development Canada, “Canada – A Learning Nation: A Skilled, Agile
Workforce Ready to Shape the Future,” research, November 25, 2020, https://www.canada.ca/en/
employment-social-development/programs/future-skills/report-learning-nation.html.
59. Innovation, Science and Economic Development Canada, “Canada’s Digital Charter: Trust in a
Digital World,” accessed October 4, 2021, https://www.ic.gc.ca/eic/site/062.nsf/eng/h_00108.html.
60. Public Policy Forum, “Federal Program Aims to Support Lifelong Learning, but Analysts Call for
Changes,” accessed October 4, 2021, https://ppforum.ca/articles/bnwcanada-training-benefit/.

47. Statistics Canada, “Internet Access Locations by Age Group and Family Income Quartile,”
October 29, 2021, https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=2210014401.

61. Innovation, Science and Economic Development Canada, “Canada’s Digital Charter in Action: A
Plan by Canadians, for Canadians,” accessed December 17, 2021, https://www.ic.gc.ca/eic/site/062.
nsf/vwapj/Digitalcharter_Report_EN.pdf/$file/Digitalcharter_Report_EN.pdf.

48. Canada Radio-television and Telecommunications Commission, “Broadband Fund: Closing the
Digital Divide in Canada,” August 4, 2021, https://crtc.gc.ca/eng/internet/internet.htm.

62. Singapore Government, “My Skills Future: Frequently Asked Questions,” accessed December 17,
2021, https://www.myskillsfuture.gov.sg/content/portal/en/header/faqs/skillsfuture-credit.html.

49. Andrey et al., “Mapping Toronto’s Digital Divide.”

63. Canada Revenue Agency, “Canada Training Credit,” February 5, 2021, https://www.canada.ca/en/
revenue-agency/services/child-family-benefits/canada-training-credit.html.

50. Statistics Canada, “Internet Access Locations by Age Group and Family Income Quartile.”
51. Innovation, Science and Economic Development Canada, “Connecting Families,” accessed June
10, 2021, https://www.ic.gc.ca/eic/site/111.nsf/%20eng/home.
52. Innovation, Science and Economic Development Canada, “Universal Broadband Fund,” accessed
January 27, 2022, https://www.ic.gc.ca/eic/site/139.nsf/eng/h_00006.html.
53. Rob McMahon, “Co-Developing Digital Inclusion Policy and Programming with Indigenous
Partners: Interventions from Canada,” Internet Policy Review 9, no. 2 (May 28, 2020), https://
policyreview.info/articles/analysis/co-developing-digital-inclusion-policy-and-programmingindigenous-partners.

67. Roger K. Lewis, “Following Pandemic, Converting Office Buildings into Housing May
Become New ‘Normal,’” Washington Post, April 3, 2021, https://www.washingtonpost.com/
realestate/following-pandemic-converting-office-buildings-into-housing-may-become-newnormal/2021/03/31/2fec400e-8820-11eb-8a8b-5cf82c3dffe4_story.html.
68. Pamela Fieber, “At Least 6 Million Sq. Ft. of Vacant Space in Calgary’s Core Ripe for Residential
Conversion, Consultants Say,” CBC News, April 27, 2021, https://www.cbc.ca/news/canada/
calgary/office-tower-mixed-use-residential-1.6003176.
69. Ibid.
70. Lewis, “Following Pandemic, Converting Office Buildings into Housing May Become New
‘Normal.’”
71. Canada Mortgage and Housing Corporation, “National Housing Co-Investment Fund –
Revitalization,” September 14, 2021, https://www.cmhc-schl.gc.ca/en/professionals/projectfunding-and-mortgage-financing/funding-programs/all-funding-programs/co-investment-fundhousing-repair-and-renewal-stream.
72. Fieber, “At Least 6 Million Sq. Ft. of Vacant Space in Calgary’s Core Ripe for Residential
Conversion, Consultants Say.”
73. City of Calgary, “Calgary’s Greater Downtown Plan,” accessed December 13, 2021, https://
www.calgary.ca/pda/pd/downtown-strategy/calgary-greater-downtown-plan.html?redirect=/
greaterdowntownplan.

POLICY BRIEF // FUTURE OF CANADA CENTRE

ENDNOTES

37. Vass Bednar, “Debating the Right Balance(s) for Privacy Law in Canada,” Public Policy Forum,
January 17, 2022, https://ppforum.ca/publications/climatetiveness-what-it-takes-for-canada-tothrive-in-a-net-zero-exporting-world/.

64. Canadian Real Estate Association, “Quarterly Forecasts,” accessed October 26, 2021,
https://www.crea.ca/housing-market-stats/quarterly-forecasts/.
65. Stephen J. Dubner, “Will Work-from-Home Work Forever?,” Freakonomics Podcast, June 2, 2021,
https://freakonomics.com/podcast/work-from-home/.
66. Jose Maria Barrero, Nicholas Bloom, and Stephen J. Davis, “Why Working From Home Will
Stick,” January 21, 2021, https://nbloom.people.stanford.edu/sites/g/files/sbiybj4746/f/wfh_will_
stick_v5.pdf.

GETTING HYBRID WORK RIGHT: CREATING AND SUSTAINING INCLUSIVE ECONOMIC GROWTH IN CANADA // 35

The Future of Canada Centre facilitates the
exploration of new ideas, viewpoints, and insights
about our country’s most important national
issues, with the aim of helping propel Canada into
a new age of growth and competitiveness. It houses
a team of Deloitte’s most innovative thinkers and
experienced leaders, who are valued influencers in
their respective fields.

A vision for a thriving
Canada in 2030
Download our report at
deloitte.ca/canada2030

36

www.deloitte.ca
This publication contains general information only and Deloitte is not, by means of this publication, rendering accounting, business, financial, investment, legal, tax, or other
professional advice or services. This publication is not a substitute for such professional advice or services, nor should it be used as a basis for any decision or action that may affect
your business. Before making any decision or taking any action that may affect your business, you should consult a qualified professional advisor. Deloitte shall not be responsible for
any loss sustained by any person who relies on this publication.

About Deloitte
Deloitte provides audit and assurance, consulting, financial advisory, risk advisory, tax, and related services to public and private clients spanning multiple industries. Deloitte serves
four out of five Fortune Global 500® companies through a globally connected network of member firms in more than 150 countries and territories bringing world-class capabilities,
insights, and service to address clients’ most complex business challenges. Deloitte LLP, an Ontario limited liability partnership, is the Canadian member firm of Deloitte Touche
Tohmatsu Limited. Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee, and its network of member firms, each of
which is a legally separate and independent entity. Please see www.deloitte.com/about for a detailed description of the legal structure of Deloitte Touche Tohmatsu Limited and its
member firms.
Our global Purpose is making an impact that matters. At Deloitte Canada, that translates into building a better future by accelerating and expanding access to knowledge. We believe
we can achieve this Purpose by living our shared values to lead the way, serve with integrity, take care of each other, foster inclusion, and collaborate for measurable impact.
To learn more about Deloitte’s approximately 330,000 professionals, over 11,000 of whom are part of the Canadian firm, please connect with us on LinkedIn, Twitter, Instagram,
or Facebook.
© Deloitte LLP and affiliated entities.
Designed and produced by the Agency | Deloitte Canada. 21-4915841

