
Contacts:

What is your organization’s current approach to remote work? 

Does your organization have a 
geographically differentiated 
compensation policy that applies 
to remote workers?

Has your organization 
established, or made updates to, 
residency requirements as part 
of its remote work policy?

How has your organization adapted 
to the new talent model? 

Remote working unleashed: Compensation
The COVID-19 pandemic accelerated a global shift to remote and hybrid working. Addressing how to develop 
an approach for displaced workers and remote working requests has been a steep learning curve for many 
organizations. With specific considerations for Tax and Payroll, it is important for employers to understand their 
workforce’s hybrid and remote working behaviors in-line with company strategy and policy.

More than 5,000 Tax, Finance, and Accounting professionals responded to polling questions on a Deloitte DBriefs 
webcast1, focusing on remote working and its impact on their company’s reward system. 

While it is clear the move to remote and hybrid working arrangements is still a strong trend — and probably here to stay — the poll 
results demonstrate there is still uncertainty amongst employers and employees about how their organizations are structured to 
manage payroll and rewards. We are here to discuss the needs of your organization when addressing remote work and compensation.

Learn more about our perspectives on remote work:
Working unleashed: Optimizing your remote work infrastructure

This demonstrates a dramatic shift 
in working behavior and could 
mean many organizations may be 
underprepared to manage the tax 
and reward implications.

Opening the borders on hiring 
can boost the talent pool but 
raises questions about whether 
compensation or benefits 
should be adjusted based 
on the employee’s physical 
location, versus the office 
location. Geographical pay 
differentials can vary greatly — 
even within country.

Working in another country, 
outside of an individual’s main 
residency, for more than a 
specified amount of time, may 
trigger dual residency and 
lead to double taxation or 
withholding taxes.

Wellness and other benefit 
programs may need to be 
readdressed or expanded 
to be more effective for a 
remote workforce. (e.g., gym 
memberships based on 
office location may no longer 
be beneficial to employees.)
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