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Introduction

Post-pandemic, workforce dynamics continue to impact an organization’s strategic direction and ability to execute. Two significant factors in
this ongoing relationship shift between employees and employers are workplace policies (e.g., work-from-anywhere and return-to-office) and
pay transparency.

Via a short quick poll, conducted in November 2024, we sought fresh data on how organizations are approaching both issues going into the
new year. The data presented here represents input from 301 respondents, including 117 publicly traded; 129 private, for-profit; and 55
private, not-for profit or mission-based organizations.

While policies around returning to the office and pay disclosure appear to be well defined, the impact of these policies on the workforce is
mixed. Continued communication, education, and training for managers and employees will be important for the overall morale of the
organization and effectiveness of the policies themselves.

Please feel free to contact us with any questions.

Jim Hudner Monal Patel

Managing Director Principal
jim.Hudner@pearlmeyer.com monal.patel@pearlmeyer.com
508-630-1485 508-630-1511
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Key Highlights

¢

Workplace Policies

+

As organizations begin to refine their return-to-office policies,
Pearl Meyer's survey results found that 65% of organizations
do not allow their employees to choose the number of days
per week they spend in a physical location.

More than 60% require the majority, if not all, of employees to
be in office at least two days per week, but 50% of participants
do not require employees to be in office five days a week.

Results are mixed on the impact returning to the office has had
on employee morale. 37% of organizations report improved
employee morale while 42% report diminished employee
morale.

Many organizations are unsure as to the impact return-to-
office policies have had on employee recruitment and
retention. 67% report no impact on executive recruitment.

&

Pay Transparency

+

While 44% of organizations surveyed publish ranges in order
to comply with state or local legislation, another 24% do so
because it is part of their compensation philosophy.

42% reported that a benefit of pay transparency is that it
promotes better awareness and understanding among
managers of the organization’s approach to compensation.

Conversely, the challenges around pay transparency are
centered around ensuring a balance between competitive pay
ranges and internal equity, and communicating and training
managers and employees on how pay for employees is
positioned within a range.

While 39% of participants do not publish pay ranges due to
closely managing communications, about 60% have concerns
with their managers’ preparedness to handle communications
and with outdated or no compensation systems/structure in
place.

©2024 Pearl Meyer & Partners, LLC. All rights reserved. www.pearlmeyer.com




Pearl Meyer

Workplace Policies
Data



Return-To-Office Requirements

+ 65% of participants do not allow Are Employees Required To Be Present In an Office?

employees to choose the number of 60%

days per week they spend in a physical

location versus remote work, which 50%
suggests that most organizations have >0%

defined return-to-office policies.
40%

+ For those organizations that have 40%

policies in place, more than half of

participants (66%) require at least two 20%

days per week in office for more than

75% of the workforce. 20% 22%

20%

+ Only 19% do not require employees to 15%

be in-office for at least two days.

26%

19%

10% 8%

+ Being present five days per week in-
office is less common. 50% do not

require employees to be in office at 0%
least five days a week. Yes, for the entire Yes, for the majority Yes, for less than 50% of No

workforce (>75%) of the workforce the workforce

B At least two days per week in a physical office location

B At least five days per week in a physical office location
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The Impact of a Change in Work Location Policy

+  63% of participants have not How Has a Change in Work Location Policy Impacted Employees?
made significant changes to their 40%
work location policy within the 37%
last two years (January 2023 to 350,
present). 31%

+ For those organizations that have 30%
made changes, the results are
mixed on how this has impacted 25%
employee morale. 37% report 21%
having improved culture/ 20%
employee morale.

+  42% report the impact having b
diminished employee

10%
culture/morale. °

6% 6%

+ Only 21% report that return to 2%
office has had little to no impact
on employee morale. 0%
It has significantly It has somewhat It has not had any It has somewhat It has negatively affected
improved culture/ improved culture/ impact diminished culture/ culture/ employee
employee morale employee morale employee morale morale
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Impact on Retention and Recruitment

’ tsri]r:irlggjﬁse;‘gﬁﬁ/xeee dcg:;u’i;\ee/ E?nogglc?c' How Has This Change Impacted Retention and Recruitment?
to retention and recruitment. 70% 67%

+ The results are almost equally split
on employee retention: about one-
third report some impact whether
positive or negative, one-third 50%
report no impact, and just over one-

third are unsure. 39%
40%

60%

+ Less than half (43%) report some 31
impact whether positive or negative ’ 30%

on employee recruitment, and 30% 30% 25%
report no impact.
, , 20% 18% 17%
+ 67% report no impact on executive

recruitment. This is not surprising 12%

given the mobility and market for 10% 8%

executive talent. . 3%
0% I

28%

I 22%

Yes, it has had positive impact Yes, it has had negative impact No Impact Unsure

W Employee Retention B Employee Recruitment M Executive Recruitment
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Use Of Geographic Pay Differentials

e . . : 17
+ The results are almost equally split Does Your Organization Use Geographic Pay Differentials?

between those organizations that 50% 7%
do and do not use geographic pay

differentials. 45%

+ Surprisingly, 47% of organizations 40%
do not use geographic pay 359,
differentials. ’

30% 29%

+ Nearly one-half (47%) apply

geographic differentials based on 5%
office location or closest office for
remote employees. 20% 18%
+ Only 3% use geographic 15%
differentials for fully remote
employees. 10%
5% 3% 3%
- ] L]
Yes, based on office Yes, based on office Yes, but only for fully No Unsure
location location or closest office  remote employees

for remote employees
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Prevalence of Publishing Minimum and Maximum Salary Ranges

+ 69% of organizations disclose pay
ranges either due to compliance
with legislation or because it is a
part of their compensation
philosophy.

Less than half (44%) of
organizations publish pay ranges
solely to comply with state or local
regulations.

But 25% do so because it is part of
their overall compensation
philosophy, and not just because
they must comply with legislation.

50%

45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

Does Your Organization Publish Minimum and Maximum Salary Ranges
for Open Positions?

44%

31%
19%
]
Yes, solely in order to comply  Yes, to comply with state or ~ Yes, because it is part of our No

with state or local legislation local legislation, but also overall compensation
because it is part of our overall practice/philosophy, we do not
compensation have employees in locations
practice/philosophy with pay transparency

regulations
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Pay Transparency-Related Actions Taken

+ In response to compliance with pay
transparency legislation, many
organizations have focused on
ensuring employees are paid
competitively with 49% or more
updating market data, updating pay
ranges, or conducting an equity
analysis.

Around one-fourth have focused
efforts on communications, training
managers and/or employees, or
designing/updating their job
architecture.

The relative lack of emphasis on
communications and training may
have been impacted by aggressive
timeframes to comply with
legislation.

What Pay Transparency-Related Actions Has Your Organization Taken?

Market-priced all or a significant number of our jobs
Updated our salary structure(s) or market pay ranges

Conducted a pay equity analysis

Communicated key aspects of our compensation philosophy to
all employees

Trained managers on having effective compensation discussions

Designed or updated our job architecture

Conducted a “"Comp 101" or similar session with people-
managers and/or employees

Defined career levels and communicated them to employees

Updated our compensation philosophy

Informed all employees about any changes (whether driven by
legislation or done voluntarily) and how it impacts them

None

I 63 %
I 53%
I 49%
I 30%

I 29%

I 29%

I 257

I 24%

I 23%

I 13%

N 3%

0% 10% 20% 30% 40% 50% 60% 70%
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Benefits/Advantages Related to Pay Transparency

+ 42% report the main benefit of pay Beyond Compliance, Have There Been Any Significant
transparency has been the Benefits/Advantages Related to Pay Transparency?
understanding and awareness among
Managers of the organization's Greater awareness and understanding among managers of the organization’s
g approach to compensation, including how pay ranges are developed and _ 42%
approach to compensation. managed °

+ Over 20% report an improved A more robust approach to market pricing our jobs _ 27%

approach to accessing and using
market data.

Access to additional market information on competitive pay levels _ 21%

+ However, less than 20% report a

greater awareness among employees A more robust approach to creating/updating our pay ranges _ 21%
of the organization’s approach to
com ensation or a hl her de ree Of Greater awareness and understanding among employees of the organization’s

p. ! g g . approach to compensation, including how pay ranges are developed and _ 17%
trust in management or how their managed

compensation is determined.

A higher degree of trust among employees in management (in general) _ 14%

- More emphasis on communications

and educatl_on COU|d help Improve A higher degree of trust among employees in how their compensation is _ o
these benefits. determined 14%

none - | 2o

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%
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Challenges/Disadvantages Related to Pay Transparency

+ Around 35% of organizations are
challenged with managing employee
concerns and equipping managers
with proper information.

+ Around 35% have concerns with
ensuring pay ranges reflect the
competitive market but also ensure
they reflect relative internal
relationships.

+ Fewer organizations (18%) are
concerned that posted pay ranges
would have the effect of elevating
pay levels more than normal.

Beyond Compliance, Have There Been Any Significant
Challenges/Disadvantages Related to Pay Transparency?

Managing employee concerns that stem from posted pay ranges for positions
they believe are comparable to theirs

Ensuring our pay ranges reflect the relative internal relationship among our
positions

Educating and equipping managers with enough information to be able to
explain how pay ranges are determined

Ensuring our pay ranges accurately reflect competitive market rates

Managing employee focus on the upper end of the published pay range

Employees seeking information as to why they are not paid higher in their pay
range

An overall lack of clarity among employees as to how pay ranges are created
and managed, resulting in some level of confusion, angst, and even lack of trust
among some employees
Concern that the posted pay ranges have the effect of elevating pay levels more
than normal (e.g., due to the fact that employers competing for the same talent
may increase their pay levels to be higher than posted pay ranges)

None

I, 367
- JEGZ
N, 357
- JEBZ
B0
I, 257
e
___________________BEZ
_________________REZ

0% 5% 10% 15% 20% 25% 30% 35% 40%
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Reasons For Not Publishing Pay Ranges

+ Not surprisingly, 39% report a general Why Does Your Organization Choose Not To Publish Pay Ranges?
philosophy of closely managing
communications regarding pay as the Our general philosophy closely manages communications regarding
main reason for not disclosing pay pay
ranges.

39%

There are concerns with managers' preparedness to handle

- Historically, this has been the reason - 26%
. . communications about pay ranges
why many organizations have not

disclosed pay ranges.

There are concerns with managers’ preparedness to handle
communications about pay equity

17%
+ While 26% report concerns with
managers’ preparedness to handle
communications around pay ranges, We do not have pay ranges (e.g., salary structures or market ranges)
only 17% report concerns about their
preparedness to handle questions

13%

around pay eC]UIty Our job architecture or leveling has issues or isn't current - 8%
+ Less than 15% report concerns around

not having, or having an outdated,job We have a challenging workforce-relations environment . 2%

architecture or compensation program

in place.

We have pay ranges, but they are not current . 2%

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%
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Demographics

Respondent Role

2

229

m Compensation Committee Member
® Other Board Member
® Employee - C-Suite

Employee - HR

Organization Ownership

® Publicly Traded
m Private, For-Profit

m Private, Not-for-Profit/Mission-Based
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Demographics

Revenue Range or Asset Size Geography

$20B to less than $308 [N 13
$10B to less than $208 | NN 21
$3B to less than $108 NN S0
$1B to less than $38 [ NNNNGEGEGEGEGEGEEEEEEEEEE -5

$300M to less than $1B NN 53

$100M to less than $300M N 21

m US Only
Under $100M I 49

® Global, but <50% of revenue generated outside the US

0 10 20 30 40 50 60 70 ® Global, with >50% of revenue generated outside the US
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Pearl Meyer

For more information on Pearl Meyer,
a n Ou visit us at www.pearlmeyer.com
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