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Context and definitions

EY People Advisory Services Belgium has interviewed 
30+ of some of Belgium’s largest (white collar) 
employers in the private sector to understand how the 
remote work will impact working arrangements post-
Covid

The study ran between June 15 and July 20, 2021.

In our insights, we will further compare against 2 
global surveys done by EY, i.e. the “Physical Return to 
Work Reimagined” survey and the “Work Reimagined 
Employee Survey”.

The qualitative study covers more than 60k employees in 7 
sectors:

“Hybrid work is not just about increasing telework, 
it’s a complete new Employee Value Proposition 

around wellbeing and sustainability

Interviewee in Financial Services
Head of HR Strategic Office & HR Transformation

18%

Advanced 
Manufacturing 
and Mobility

22%

Consumer 
Products, 
Retail & 
Agribusiness

9%

Financial Services
3%

Health & Life Sciences

15%

Professional Firms 
and Services

12%

Real estate, 
Hospitality 

and 
Construction

21%

Technology, Media and 
Entertainment and 

Telecommunications
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Work from anywhere – 
remote work – work from 
home
During our interviews, diverse terms were used to identify 
a situation where employees are allowed to perform their 
duties outside the office. 

For the sake of clarity, we use the following definitions:

1. Work from home: an arrangement where the employee 
is allowed to perform his duties from his home during 
normal office hours.

2. Remote work: in this set-up, the employee is working 
from different locations other than his primary office. 
This can be his home location, but also other offices, 
shared working spaces, etc. …

3. Work from anywhere: when the employee is allowed to 
work from anywhere, including outside his country for a 
significant amount of time

Remote work vs. Hybrid 
work
Specifically within the Belgian context, we’ve also 
differentiated remote work versus hybrid work. While many 
international surveys distinguish full remote work vs. hybrid 
(mixed remote/office) vs. full office work, it appears that in 
the Belgian market, the “full work from home” option is a 
lot less present. 

Besides a few exceptions, the majority of Belgian employers 
favors in a mix between office and remote. This is a 
remarkable contrast with the results of EY’s global Work 
Reimagined Employee survey that showed a staggering 
74% of the more than 10.000 participating employees 
expressing a preference for full remote work. 
Our study therefore distinguishes a difference in 
“preferred” way of working.

Hybrid work assumes that the employer embeds the mix 
between office and remote work in the company’s “way of 
working”. Remote work  refers to the employer that allows 
remote work as an option, but maintains an “Office first” 
strategy in way of working.

of the employees expressing a preference for  
a full remote work and work anywhere approach74%
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Findings

Question 1 - Looking ahead

When you will open office again, what will work look like? 

59%

Will move to 
hybrid working - a 
more structural 
approach to 
integrate remote 
in your standard 
way of working 
(trainings, 
guidelines, 
frameworks,…)

35%

Will allow more 
remote working 

but remain in 
office based 
employment

6%

No changes, back to the 
pre-Covid situation

• It seems beyond doubt that work will no longer look the 
same “post-Covid”. From all participants, only a small 
minority indicated that there will be no change compared 
to pre-Covid. Obviously one must keep in mind when 
analyzing these results a potential “bias” factor that 
there’s a higher willingness to participate in qualitative 
survey when the participant already is activated on the 
topic.

• Interestingly, most of the organizations that were 
already quite advanced in remote/hybrid working, 
have decided to further broaden the scope of the 
flexible work arrangements, either in location, time, 
and/or eligible population. We have not observed any 
organizations reducing the flexibility compared to pre-
Covid, as witnessed in other jurisdictions. Despite many 
interviewees acknowledging the challenges often linked 
with remote working (decrease in wellbeing, creativity 
and connectivity), the absence of broad full remote 
policies in the Belgian labor market seems to mitigate 
these downsides. 

• On the companies that indicated not to expect any 
changes, some indicated they were contemplating on 
a bigger transformation. Others were concerned that 
increasing flexibility beyond the current 3 days/week 
remote would impact their employee culture.

Question 1b – Looking ahead – office setting

Office adjustments

New hubs

No changes

9%

47%

44%

• 56% of the participants indicated they are implementing 
moderate to significant changes to the offices. As can be 
expected, these changes go from redecorating for more 
collaborative workspaces, reducing real estate footprint, 
to opening or onboarding new office hubs.

• The figure is slightly below the 74% of employers that 
indicated to plan to make either significant or moderate 
changes to their workplace real estate strategies in our 
global Physical Return to Work Reimagined study. It 
merits further investigation whether this trend is specific 
for the Belgian market and what the cause for it is.
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Question 2 - Timing

• It’s clear that organizations have been heavily 
anticipating a return to the office and the new way of 
working. 52% of the organizations interviewed were 
communicating and rolling out their plan on return 
to the office. On the other side of the spectrum, it’s 
remarkeable that a bit less than 1 in 5 participants did 
not yet have a plan at the time of our survey, i.e. June/
July, at a period where the obligation to work from home 
was being (partially) relieved.

• This is especially remarkable as our global Work 
Reimagined Survey shows that the expectation of 
employees is quite high. 54% indicates they are prepared 
to leave if not offered the right level of flexibility.

6%

Not taking any 
action so far

18%

Currently 
designing a plan

24%

Not 
communicated, 
but plan is in place

18%

Have communicated 
but not yet rolled out

34%

Have communicated 
to the employees 

and rolling out

54%
Of employees are prepared to 
leave the company if not offered 
the desired level of flexibility.
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38%

Of respondents did not 
select “Employee” as 
determining factor.

• We also identified that 38% of the respondents did 
not indicate the individual employee as a determining 
factor. The “Hybrid work” organizations are here the 
predominant group (factor 5 against 1.9). This may not 
come as a surprise considering this group focuses on 
embedding new ways of working into all aspects of the 
organizations, while the “Increasing remote working” 
group is likely driven by meeting a more individual 
demand of having more flexibility at work. 

• The combination “Employee;Manager” was most selected 
(15%). The combination “Employee;Leadership/company 
policy” follows closely at 12%. 

26%

Employee
23%

Employee

20%

Manager

27%

Manager

16%

Job dependent
17%

Job dependent

14%

Team
10%

Team

24%

Company leadership/ 
Policy

23%

Company leadership/ 
Policy

Company leadership/
policy

Team

Manager

Job dependent

Employee

20

14

20

10

21

Question 3 - Getting organized • In our study we also enquired about the people that had 
a role in defining how the flexibility is organized. It will 
come as no surprise that both direct line manager as well 
as company policy/leadership play an important role in 
setting the overall playing field. 

• What we see as an emerging trend is that hybrid/remote 
working is no longer a matter between the employee and 
his reporting line, but also involves some agreements 
at team level. This trend is slightly more prevalent in 
organizations that have indicated to move to hybrid work 
(14%) versus those that will increase remote work (10%). 
The team appears to take over the role of the manager in 
the former group (20% vs 27%)

Hybrid work Increased remote
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Question 4 – Monitoring effects
When you will open office again, what will work look like? 

62%

Yes
18%

Undecided

20%

No Network and 
collaboration

Wellbeing

Productivity

56%

15%

41%

• One of the commonly acknowledged downsides of 
increased remote work is the impact it may have on 
the wellbeing of the employees. It clearly shows that 
organizations are taking this to heart, as the number one 
metric that will be monitored when implementing the 
new way of working is “Wellbeing”. 

• Out of the interviews it became apparent that this 
monitoring will be mostly achieved through surveying 
on a regular basis, in most cases as part of the existing 
employee engagement survey. In a few cases, this was 
part of a specific pulse regarding the new way of working. 

• Productivity metrics continue to be measured in remote 
working, although during the interviews it appeared that 
most of the respondents referred to existing monitoring 
processes. A reassuring observation, as studies 
show that introducing additional remote productivity 
monitoring is actually counterproductive. Moreover, 
our global Work Reimagined Survey illustrates that the 
majority believes remote work is not impacting or even 
improving productivity.

• Another effect that is commonly perceived as a risk 
of remote working is a decrease in collaboration and 
broader cross-team networking. Contrary to wellbeing, 
it is however an aspect that is a lot less considered when 
setting up monitoring processes. 

65%

agree or strongly agree that 
it will increase the company’s 

productivity
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Chance of 50% of a team in the office together

Chance of employee A & B both being in the office

• Considering the deeper integration of remote working 
into the work organization, it’s quite logic that the 80% of 
the organizations that indicated to monitor network and 
collaboration levels are hybrid work organizations. 

• Nevertheless is networking and collaboration crucial to 
monitor for remote working organizations. Mathematical 
simulations show that the chance of meeting colleagues 
at the office decreases exponentially when increasing the 
number of days working remotely. Needless to say that 
this has potentially a detrimental impact on collaboration 
and company culture.

• This effect is also shown in the report published by 
Microsoft (*) earlier this year analyzing the trends that 
emerge from globally aggregated Outlook and Teams 
data over 2020. Where inner team networks remain and 
even strengthen, the broader, cross departemental and 
cross team networks have withered.

• Similar trends emerge on individual company level in the 
organizational network analysis projects that our team 
has run at various clients in the previous year. 

• These show that while teams have managed to remain 
connected and adapted to collaborate virtually, broader 
cross team connections have withered and company 
networks have become more siloïstic.

Source: The Next Great Disruption Is Hybrid Work—Are We Ready?, 2021 
Microsoft Work Trend Index, 22 March 2021

80%

60%

40%

20%

0%

88%

71%

55%

41%

29%

19%

12%

Remote work days per week

7  
employees

WFH = 0 WFH = 1 WFH = 2 WFH = 3

10 
employees

20  
employees

49  
employees

0,0 0,5 1,0 1,5 2,0 2,5 3,0

Source: George Washington University, Cushman & Wakefield Research

Source: George Washington University, Cushman & Wakefield Research

Teams are more siloed in a digital work world
Collaboration trends in Microsoft Teams and Outlook show that 
interactions with our immediate team, or close networks, increased 
with the move to remote work. However, our interactions outside of 
that team, or distant networks, have diminished.

Analysis of an aggregated 122 billion email interactions and 2.3 billion meeting interactions 
in Microsoft Teams and Outlook across industries and countries around the world. This 
visualization is based on aggregated data, without personal or organization-identifying 
information.
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Question 5 – Impact on compensation and 
benefits

24%

No

12%

Undecided yet

3%

Yes, we will adjust net 
allowances. Yes, we will 
adjust the salary.

61%

Yes, we will 
adjust net 
allowances

• A large majority of the respondents (61%) has indicated 
that they will make an adjustment on the net allowances 
that are paid as lump sum cost reimbursements. From 
the interviews we learned that these adjustments can 
go in both ways. Certain companies are planning to or 
have already introduced or increased reimbursements 
for home office expenses, internet, etc. Others are 
simultaneously reducing some expenses linked to non-
sedentary functions.

• A very small part of the interviewees indicated that they 
would adjust the (fixed) salary package. Important to 
note that in these cases, the company was reassessing 
“side effects” of the benefits part of the fixed pay, rather 
than adjusting the salary itself. 

• Specifically the effect of decreased office time and thus 
reduced commuting has inspired some companies to 
assess the company car policy, often in combination with 
the new electric mobility regulations that are announced 
to enter into effect as of 2026. Some inspiring cases 
where looking at the picture holistically and linking both 
increase in home office investmens with decrease in cost 
of lease budgets. 

• Considering that our global Work Reimagined Employee 
survey concludes that 54% of the employees is willing to 
leave the employer if not offered the desired flexibility, 
it may be a good timing to reconsider the total rewards 
package, taking into account remote working as an 
element of the benefit package.
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How can EY help?

We approach the post-COVID 19 world through 3 key pillars of people, physical space and technology with 6 critical focus 
points

Reimagine the 
work through a 
future focused
transformation

Transition to a 
safe physical 

return to work

GEAR 1 GEAR 2 New Ways of Working will successfully integrate people, 
space and technology, transforming “how people work” 
across multiple working environments.  This framework will 
enable companies to consider how to broaden manager 
capabilities and collaboration skills, incorporate greater 
flexibility in working globally, and deliver increased comfort 
and agility in client delivery, all while maintaining core 
values and cultural elements unique to each company in a 
post-COVID environment. 

Roles reimagined
Determine how roles may 
change, and what new 
opportunities will emerge, 
as a result of the new and 
collaborative ways of working.

Culture & learning
Ensure that the organization 
supports purpose and 
culture with new ways of 
working, building both 
mindset and skillset; focus 
on effectiveness of remote 
leaders and managers.

Office hubs & home workspaces
Determine need for real estate footprint for 
each market and use of space for meetings, 
interaction, collaboration, ideation and work 
with customers. Validate location needs, 
design, and expected usage of onsite space. 
Establish home workspace provisioning and 
create “work from home“ approach including 
schedules, workspace reimbursement and 
wellbeing.

Productivity and performance
Establish measurement of 
productivity. Create a new listening 
platform to ensure engagement and 
wellbeing, and enhance associate 
affiliation.

Tax, payroll & 
regulations
Assess the global 
employment tax, corporate 
tax, payroll  and regulatory 
implications. Consider cyber 
implications in decision 
making.

Work technology
Enables worksite and home technology 
including internet standards, laptops, headsets, 
and associated software for planning, 
collaboration, file sharing, video/audio 
conferencing and training.

TECHNOLOGYPHYSICAL 
SPACE

PEOPLE
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We design the future of work together 
The Future Way Of Work successfully integrates what people want (Me), the company culture and values (We) and what the 
function requires (Here & now). This framework enables companies to listen to the needs of their employees and improve 
strategy execution in a self-sustaining manner.

Figuring out the current enterprise 
environment is still the biggest focus 
of most companies. 78% moderate 
to extensive changes to remote work 
strategies and policies. 

We see that the individual 
experience (personal needs, 
aspirations, development, 
priorities) is for most companies 
still a nice to have. 75% of 
employers plan to make 
moderate to extensive changes 
to how people learn and the 
skills they posses. 

Some companies are shifting 
to our relational experiences: 
the function of the office, how 
we interact and collaborate in 
the new hybrid world. 74% is 
planning moderate to extensive 
change in real-estate.

1. Assessment phase
Assessment of the current 
situation compared to the 
desired FoW. This is an 
immediate snapshot of the 
as-is situation complemented 
with insights of the EY survey, 
industry data (benchmark) and 
unique company situation.

2. Action phase
The assessment will highlight 
points of attention and defines 
company specific actions/
recommendations to close 
the gap between the as-is and 
desired situation. EY has a 
variety of tools to support this 
co-creation process. 

3. Sustain phase
The intelligent continuous 
listening system will track trends 
in real time, find the root case 
and trigger automatic actions 
(nudges). This will ensure the 
business is self-sustainability in 
the Future Way of Working.

EY’s approach
Active and Passive listening

Here & now
What the function requires

Me
What the 

people want

We
The company 
culture and 

values
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EY exists to build a better working world, 
helping to create long-term value for clients, 
people and society and build trust in the 
capital markets.

Enabled by data and technology, diverse 
EY teams in over 150 countries provide trust 
through assurance and help clients grow, 
transform and operate. 

Working across assurance, consulting, law, 
strategy, tax and transactions, EY teams ask 
better questions to find new answers for the 
complex issues facing our world today.

EY  |  Building a better working world

EY refers to the global organization, and may refer to one or 
more, of the member firms of Ernst & Young Global Limited, 
each of which is a separate legal entity. Ernst & Young Global 
Limited, a UK company limited by guarantee, does not provide 
services to clients. Information about how EY collects and uses 
personal data and a description of the rights individuals have 
under data protection legislation are available via ey.com/
privacy. EY member firms do not practice law where prohibited 
by local laws. For more information about our organization, 
please visit ey.com. 
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