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Research Brief: Post-Pandemic Remote Work and Work-From-Home Policies Background &
ContextThe COVID-19 pandemic triggered a massive shift toward remote work, with
companies worldwide adopting work-from-home (WFH) policies to maintain operations. As
the global workforce adapts to a post-pandemic landscape, organizations are reevaluating
their remote work strategies, balancing flexibility with productivity, collaboration, and
company culture. This research seeks to understand how businesses across various
industries are managing remote work and WFH policies in 2025, exploring trends,
challenges, and emerging best practices. Research ObjectivesThis study aims to: Analyze
current remote work policies and their evolution since 2020. Identify key factors influencing
companies’ remote work decisions. Examine productivity, employee engagement, and
company culture impacts. Assess industry-specific trends in remote and hybrid work
models. Explore the role of technology and tools in supporting remote work. Investigate
employee and employer perspectives on remote work effectiveness. Provide benchmarking
data on remote work practices across different company sizes and industries. Key
Research Questions What percentage of companies maintain remote, hybrid, or fully
in-office policies in 2025? How have remote work policies evolved since 2020? What
factors (e.g., productivity, collaboration, cost savings, employee preference) are driving
company decisions on remote work? How do remote work policies vary by industry,
company size, and geography? What challenges do companies face in managing a remote
or hybrid workforce? What strategies and technologies are companies using to optimize
remote work? How do employees perceive current remote work policies in terms of job
satisfaction, productivity, and work-life balance? What are the long-term expectations for
remote work adoption? MethodologyThe research will use a mixed-method approach,
including: Surveys: Distributed to HR leaders, executives, and employees across various
industries. Interviews: In-depth qualitative discussions with HR professionals, workplace
strategists, and business leaders. Secondary Research: Reviewing industry reports, case
studies, and media coverage on remote work trends. Benchmarking Analysis: Comparing
remote work adoption and policies across industries and company sizes. Target Audience
HR and People Operations Leaders C-Suite Executives (CEOs, COOs, CFOs, CHROs) Remote
Work and Workplace Strategy Consultants Employees (to gauge sentiment and firsthand
experiences) Industry Analysts and Researchers



Current Remote Work Policies in 2025

Prevalence of Remote, Hybrid, and In-Office Work: In 2025, large North American enterprises
have largely settled into hybrid and remote work as a permanent fixture of the workplace.
Surveys indicate that hybrid work is now the dominant model, with a majority of organizations
and employees embracing some mix of home and office. Gallup research shows that among
U.S. employees in jobs that can be done remotely, 81% are working either hybrid or fully
remotely (55% hybrid and 26% exclusively remote) while only 19% are fully on-site ( The
Post-Pandemic Workplace: The Experiment Continues ). In other words, over four in five
remote-capable workers have flexibility in where they work — a dramatic shift from
pre-pandemic norms. Correspondingly, a recent Zoom-sponsored study finds about 60% of
North American companies operate with a hybrid work model, 13% are fully remote, and 27%
mandate full-time in-office work (11_must-know hybrid work trends in 2025 | Zoom). This
illustrates that a clear majority of large firms allow remote work in some form, although a
notable minority (about one-quarter) have returned to a traditional office-centric approach.

Evolution Since 2020: The rise of remote work represents a rapid evolution since 2020. Before
COVID-19, remote work was relatively rare at large scale — in 2019 only 8% of U.S.
remote-capable employees worked primarily from home, while 60% were entirely on-site ( The
Post-Pandemic Workplace: The Experiment Continues ). The pandemic triggered a sudden and
massive experiment in telework: at the peak in spring 2020, 70% of remote-capable employees
were working exclusively from home ( The Post-Pandemic Workplace: The Experiment
Continues ). Over the next few years, companies gradually transitioned to hybrid arrangements
instead of full-time WFH. By mid-2022 the mix of arrangements stabilized, and it has remained
roughly 55% hybrid, 26% fully remote, and 19% on-site through 2024 ( The P

Workplace: The Experiment Continues ). This indicates that the “new normal” reached after the
initial pandemic upheaval has persisted into 2025. Many firms did bring some staff back in
person after 2020, but the long-term level of remote work remains dramatically higher than
pre-pandemic across all sectors (The rise in remote work since the pandemic and its impact on
productivity : Beyond the Numbers: U.S. Bureau of Labor Statistics). Even globally, remote work
participation in 2023 stayed well above 2019 levels in every major industry (with only a slight dip
from 2021 peaks) (The rise in remote work since the pandemic and its impact on productivity :
Beyond the Numbers: U.S. Bureau of Labor Statistics). In short, what began as a temporary
emergency measure in 2020 has led to a permanent shift: a significant portion of work is now
done outside the traditional office.

Differences by Industry and Region: Current remote work policies vary widely across industries
and geographic locations. Generally, knowledge-based and tech-focused industries have
adopted remote and hybrid work at the highest rates, whereas sectors with more hands-on or
customer-facing roles tend to require more in-person work. For example, data from 2024 show
that 97% of technology companies offer some form of work location flexibility (remote or
hybrid options). Other highly flexible industries include insurance (93% of companies offer
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remote/hybrid), media and entertainment (93%), telecommunications (89%), and financial
services (88%) (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In The
U.S.) (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In The U.S.).
These sectors have a high proportion of roles that can be done with just a laptop and internet
connection, enabling widespread hybrid work structures. In contrast, the most on-site-oriented
industries are those like food services, hospitality, retail, manufacturing, and education. In
restaurants/food service, about 65% of companies require full-time in-office (on-site) work, as
do 51% of education organizations and 48% of hospitality companies (2024 Data Reveals Hybrid
Work Is Now The Leading Work Environment In The U.S.). Even in manufacturing and logistics,
40% of firms are still fully on-site (2024 Data Reveals Hybrid Work Is Now The Leading Work
Environment In The U.S.), since many roles involve physical production or distribution that
cannot be done remotely. However, it's important to note that even these traditionally in-person
industries have introduced some hybrid policies for their corporate and knowledge workers.
Overall, every sector has seen an increase in remote work since 2019, but the degree of
adoption correlates with job nature — sectors like tech and finance lead in hybrid workforce
models, while others like manufacturing and hospitality retain a stronger on-site presence.

Geography also plays a role. Within North America, companies in major coastal and tech hub
cities have embraced remote work more than those in other regions. For instance, firms in the
U.S. Northeast and West Coast are most likely to offer flexible work — Massachusetts leads
with 91% of companies allowing remote/hybrid arrangements (2024 Data Reveals Hybrid Work
Is Now The Leading Work Environment In The U.S.). In contrast, some Southern U.S. locales
show higher preference for office attendance; for example, in smaller metro areas like Jackson,
MS, nearly 45% of companies require full-time office presence (2024 Data Reveals Hybrid Work
Is Now The Leading Work Environment In The U.S.). On an international scale, North American
employers have been somewhat more attached to office-based work compared to Europe. A
2024 study found 75% of EMEA (Europe, Middle East, Africa) companies had hybrid policies,
but in North America only 60% were hybrid and a larger share (27%) were still fully in-office (11
must-know hybrid work trends in 2025 | Zoom). Asia-Pacific companies, meanwhile, leaned
more toward fully remote setups (only 16% in-office) (11_must-know hybrid work trends in 2025 |
Zoom). These differences reflect varying cultural norms and business environments: European
firms overall appear to favor hybrid models the most, U.S. firms maintain a higher rate of
office-centric policies, and some APAC regions even report strong remote-first tendencies.
Nonetheless, hybrid work has become a significant component of workplace policy across all
regions in 2025, with North America firmly in the era of flexible work.

Key Factors Influencing Remote Work Policies

Multiple factors have influenced how large enterprises set their remote, hybrid, or in-office
policies. These include considerations of productivity and performance, collaboration and
innovation, cost efficiencies, employee preferences and well-being, legal/regulatory constraints,
and impacts on diversity and inclusion. Below we examine each of these key factors:
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Employee Productivity and Performance: A critical question since 2020 has been
whether employees are as productive at home as in the office. Early in the pandemic,
many businesses worried about potential drops in output, but over time a growing body
of evidence has shown that productivity can be maintained — and sometimes improved
- with remote work. Studies have generally found little or no overall decline in
productivity from remote/hybrid arrangements. In fact, a few randomized controlled
trials at large firms identified small positive effects of hybrid and fully remote work on
individual employee productivity, using metrics like output volumes and performance
ratings (The rise in remote work since the pandemic and its impact on productivity :
Beyond the Numbers: U.S. Bureau of Labor Statistics). These experiments also noted
that remote work tends to increase job satisfaction and reduce turnover, which can
boost organizational performance by lowering hiring and training costs (The rise in
remote work since the pandemic and its impact on productivity : Beyond the Numbers:
U.S. Bureau of Labor Statistics). On the other hand, some case studies during the
pandemic’s early phase did report short-term productivity dips (often attributed to stress
and adjustment difficulties) (The rise in remote work since the pandemic and its impact
on productivity : Beyond the Numbers: U.S. Bureau of Labor Statistics). But looking at
broad trends across industries, remote work has not significantly hindered aggregate
productivity growth — one analysis of 61 industries found no strong link between
remote-work intensity and productivity changes, suggesting WFH neither dramatically
improves nor undermines productivity at a macro level (The rise in remote work since
the pandemic and its impact on productivity : Beyond the Numbers: U.S. Bureau of Labor
Statistics). Many companies have concluded that employees can be trusted to get their
work done remotely. In fact, Microsoft’s large-scale survey revealed a perception gap in
the early hybrid era: 87% of employees felt they were productive working from home,
yet only 12% of their managers were fully confident in their productivity (Productivity
paranoia’: Microsoft study of corporate workplaces finds big disconnect in hybrid work —
GeekWire). This phenomenon, termed “productivity paranoia,” highlighted that employee
output was often fine — the bigger issue was managers’ lack of visibility and trust
(Productivity paranoia’: Microsoft study of corporate workplaces finds big disconnect in
hybrid work — GeekWire). As a result, leading organizations have started training
managers to focus on outcomes rather than hours seen in the office, thereby
overcoming paranoia and allowing productivity data to speak for itself. Overall, the
productivity factor has shifted from a skeptical “will work get done?” in 2020 to a more
nuanced focus in 2025 on optimizing performance in hybrid settings (through better
goal-setting, feedback, and tools) rather than debating if remote work is possible at all.
Most large enterprises now accept that with the right practices, productivity can remain
high outside the office, which supports continuing remote/hybrid policies.

Collaboration and Innovation: While individual productivity can thrive remotely,
companies have grappled with how remote work affects teamwork, creativity, and
company culture. Collaboration is a key influencing factor in policy decisions — many
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executives worry that dispersed teams might have weaker communication, fewer
spontaneous interactions, and reduced knowledge sharing. An executive survey by
SHRM found that maintaining corporate culture and teamwork was the number-one
challenge posed by remote work, even ranking ahead of concerns about individual
productivity (Top Remote Work Challenges in 2023). Creative brainstorming and
mentorship can be harder when colleagues aren’t in the same room. As a result, some
firms have implemented hybrid schedules (e.g. specific in-office days) specifically to
foster face-to-face collaboration on critical tasks. At the same time, technology has
stepped in to mitigate these gaps (as discussed later), and many employees report that
planned virtual collaboration can be just as effective for routine communication. The
past few years have shown that formal communication and scheduled meetings often
translate well to video calls, but what'’s harder to replace are the informal, ad-hoc
conversations and the sense of camaraderie. Companies are experimenting with
solutions — from virtual “water cooler” chats to periodic in-person offsite retreats — to
preserve team cohesion. The effectiveness of remote collaboration varies by company
and team, which influences policy: organizations with strong digital collaboration
practices and tools have been more confident allowing hybrid work, whereas those that
struggled to collaborate remotely have pushed more for office returns. In 2025, many
enterprises are still fine-tuning their balance: policies often designate certain days or
activities for on-site work to concentrate collaborative efforts, while allowing solo or
deep-focus work to be done remotely. This hybrid compromise is driven by the
recognition that innovation and culture-building benefit from some in-person
interaction, even if day-to-day work can be done remotely. Thus, collaboration needs
have been a driving factor for hybrid models (as opposed to 100% remote) in large firms.

Cost Savings and Real Estate: Another powerful factor influencing remote work policies
is the potential for cost savings. By reducing reliance on physical office space,
companies can save substantially on real estate, utilities, and related expenses. Nearly
60% of employers cite cost savings as a significant benefit of telework (How Working
From Home Can Save Companies Money). Organizations that embrace hybrid or remote
arrangements often downsize offices or adopt “hoteling” (shared desks), directly cutting
overhead. Research by Global Workplace Analytics estimates that if all employees who
have remote-capable jobs worked from home just half the time, U.S. companies would
collectively save over $700 billion per year, averaging more than $11,000 in savings per
employee (How Working From Home Can Save Companies Money). Large enterprises
have already reported multi-million dollar savings: for example, Sun Microsystems found
that expanding telecommuting saved $68 million annually in real estate costs, and firms
like Dow Chemical and Nortel saw 30% reductions in non-real-estate expenses due to
remote work (How Working From Home Can Save Companies Money). These savings
come from lower rent, maintenance, office supplies, travel, and other on-site support
costs. Such financial benefits have motivated many CEOs to maintain flexible work
policies — especially in sectors where profit margins are tight or office space is costly. By
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2025, a number of big companies have reinvested these savings into technology
upgrades and employee programs, creating a win-win: as one CEO put it, “reduced need
for physical space frees up capital that can be reinvested into areas like technology and
employee development” (How Working From Home Can Save Companies Money). Of
course, not every company prioritizes cost savings over other factors — some firms with
abundant office space (under long leases) or with a strong in-person culture may choose
to use their offices regardless. But overall, the cost factor strongly supports remote
work adoption. Many enterprises have realized they can operate with a smaller real
estate footprint and are hesitant to return to the old, expensive status quo without a
compelling reason. This economic calculus is a major reason hybrid work remains
prevalent in 2025, as companies enjoy reduced operational costs alongside a satisfied
workforce.

Employee Preferences and Work-Life Balance: Employee sentiment is perhaps the most
influential factor of all. Workers overwhelmingly value the flexibility that remote and
hybrid work affords, and this has directly shaped company policies in order to attract
and retain talent. Numerous surveys since 2020 have shown that employees highly favor
remote work options. For instance, in a late-2024 Pew Research Center survey, 46% of
employees who currently work from home at least some of the time said they would
likely quit their job if their employer stopped allowing remote work (Remote workers’
views of returning to office | Pew Research Center). In other words, nearly half of
remote-capable workers would rather change jobs than be forced back on-site full-time.
This is a powerful statistic demonstrating employee preference. Even those not actively
seeking jobs have made it clear that flexibility is a key reason to stay: 38% of employees
who aren't job hunting say they remain with their current employer because of the
flexibility the job affords (42 Hybrid Work Statistics: 2025 Preferences & Productivity).
Conversely, companies that don’t offer remote or hybrid options risk losing talent —
especially top performers who have plentiful opportunities elsewhere. In 2025’s
competitive labor market, many job seekers specifically seek out flexible work
arrangements. Data shows 60% of U.S. job seekers prefer hybrid work and 37% are
specifically looking for fully remote jobs (42 Hybrid Work Statistics: 2025 Preferences &
Productivity). That means an overwhelming majority of candidates desire some form of
remote work. Companies have taken notice: flexibility has become a key perk alongside
salary and traditional benefits. From the worker’s perspective, remote work often
translates to better work-life balance — less time commuting, more time for family or
personal pursuits, and the ability to live in lower-cost or personally convenient locations.
Employees also report benefits like increased autonomy and the ability to tailor their
work environment to their needs. All these preferences have put pressure on employers
to continue remote-friendly policies. The pandemic also prompted many people to
reevaluate work’s role in their lives, leading to the “Great Resignation” for some who
sought better quality of life. Flexible work arrangements are one way companies have
responded to employees’ shifting values. In short, employee demand for remote work
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has been a linchpin factor — few large enterprises can ignore it if they want to keep
morale high and turnover low. Even companies initially skeptical of WFH have often
compromised by adopting hybrid models due to employee feedback. Work-life balance
considerations remain central: studies find flexibility contributes to higher job
satisfaction and well-being, which in turn can improve performance and engagement.

Legal and Regulatory Considerations: The shift to widespread remote work has
introduced new legal and regulatory factors that influence company policies.
Compliance with labor laws, tax rules, and workplace regulations became more
complex when employees dispersed beyond the office. For example, companies now
must navigate multi-jurisdictional employment laws if their staff works from different
states or countries. An employee working from home in another state may trigger tax
withholding obligations or business registration requirements in that state, which some
employers weren't prepared for. Additionally, expense reimbursement laws have come
into play: several U.S. states (at least 11 states, plus DC and cities like Seattle) legally
require employers to reimburse remote employees for necessary work expenses (such
as internet service, computers, or cell phone use) (Remote employee reimbursement
rules by state - PeopleKeep). California’s labor code, for instance, mandates
reimbursement of “all necessary expenditures” — meaning companies with
California-based remote staff must pay for a portion of their phone/internet or other
home office costs (California work-from-home reimbursement law: A quide for
employers). Large enterprises have had to update their policies to ensure compliance
with these laws, budgeting for stipends or expense reimbursements for remote workers.
Health and safety regulations also had to be interpreted in the context of home offices —
while OSHA (in the U.S.) does not inspect home offices, employers still bear
responsibility for work-related injuries that occur remotely, which adds risk management
considerations. Data security and privacy regulations (like GDPR or HIPAA in certain
industries) further require companies to enforce secure handling of data even when
employees are outside the office network. This means remote work policies must
include strict cybersecurity practices (VPNs, encryption, secure access) to comply with
regulations and protect sensitive information. Employment policies like overtime
tracking (under the Fair Labor Standards Act) likewise need adaptation so that
non-exempt remote employees accurately log their hours to avoid wage-and-hour
violations (Which Employment Laws Apply to Remote Workers? - Mural Pay). Another
legal aspect is equal opportunity and accommodations: remote work has become a
desired accommodation for some employees with disabilities, and employers must
carefully consider such requests under laws like the Americans with Disabilities Act
(ADA). Finally, government and political pressures influence remote policies: for
example, in early 2025 U.S. federal agencies were directed to review telework levels, and
some political figures called for reducing remote work in government (Remote workers’
views of returning to office | Pew Research Center). While private companies don’t face
the same mandate, there is an awareness that future regulations or incentives could
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emerge (such as tax incentives for bringing workers back to downtown offices to boost
urban economies). In summary, legal and regulatory considerations act as guardrails -
companies must shape remote work policies that comply with a patchwork of laws on
expenses, safety, privacy, and more. The complexity of managing a distributed workforce
(especially for large enterprises with thousands of employees across many locales)
means that some have opted for a cautious hybrid approach (limiting full remote across
state lines) or have invested heavily in compliance infrastructure to enable broader
remote arrangements. These legal factors may not be as immediately visible as
productivity or employee preference, but they are crucial in policy-making: a misstep
could result in lawsuits or fines, so enterprises factor in the compliance costs and
administrative overhead of remote work when deciding their long-term stance.

Impact on Diversity, Equity, and Inclusion (DEI): Remote work also intersects with DEI
objectives, and this has influenced how companies approach their post-pandemic work
models. On one hand, remote work can boost diversity and inclusion by removing
geographic barriers and providing flexibility that benefits many underrepresented groups.
Companies can recruit talent from across the country (or world) without requiring
relocation, allowing them to tap into a more diverse candidate pool. This has especially
opened opportunities for qualified workers who live outside major metropolitan areas or
in communities with fewer job prospects. Additionally, flexible work can benefit
employees who historically faced challenges in rigid office environments — for example,
employees with disabilities or chronic illnesses may find remote work far more
accessible, and working parents or caregivers (disproportionately women) often value
the flexibility to manage family responsibilities. A 2023 HR survey found that 78% of
organizations offer remote work options specifically to make it easier for diverse
employees to work at the company (The Future of Diversity, Equity, Inclusion and
Belonging 2023). In other words, a majority of employers see flexibility as a strategy to
attract and retain diverse talent, ranking it alongside benefits like paid leave in their DEI
toolset (The Future of Diversity, Equity, Inclusion and Belonging 2023). There have been
notable cases of companies improving gender diversity in leadership after adopting
hybrid work, as it allowed more women to continue advancing their careers while
balancing personal obligations. Geographic diversity has also improved — firms are
hiring in “talent hubs” outside traditional headquarters, which can increase racial and
socioeconomic diversity of the workforce. However, remote work also poses new DEI
challenges. There is concern about a potential two-tier workforce: those who come into
the office frequently could get more visibility and advancement (“face time” bias)
compared to fully remote employees. Indeed, many hybrid/remote workers worry they
might be overlooked for promotions or important projects, which is pushing companies
to reinforce inclusive practices (42 Hybrid Work Statistics: 2025 Preferences &
Productivity). To address this, organizations are training managers to prevent bias
against remote team members and to measure performance objectively. Some
companies have instituted “virtual first” meeting norms (where even in-office staff join
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video calls separately) to ensure a level playing field for remote participants. DEI experts
highlight that remote work requires intentional inclusion efforts — for example,
mentoring and networking may need virtual equivalents so that remote employees aren't
left out. Company culture initiatives must extend beyond the physical office: ERGs
(Employee Resource Groups) now often hold virtual events, and all-hands meetings are
streamed so everyone can participate equally. From a policy perspective, these DEI
considerations influence how far companies go with remote work. Many enterprises see
flexible work as a boon to diversity and have incorporated it into their equity and
inclusion strategy, but they are simultaneously cautious to manage any unintended
consequences like isolation or bias. Overall, when done thoughtfully, remote/hybrid work
has been linked to positive DEI outcomes, which encourages companies to continue it. It
allows talent from different backgrounds to thrive by meeting various needs (flexibility,
accessibility), thereby creating a more inclusive workplace - a key goal for many large
enterprises in 2025.

In summary, the decisions around remote work policies are multifaceted. Productivity data and
collaboration needs push companies to find a balanced hybrid model; cost and efficiency gains
make remote work financially attractive; employee demand and well-being make flexibility a
competitive necessity; legal frameworks ensure policies are compliant and fair; and DEI goals
encourage leveraging remote work to foster a more diverse, inclusive workforce. Each
organization weighs these factors based on its business and values. The result in 2025 is that
most large North American enterprises have landed on some form of hybrid policy that
attempts to maximize the positives (productivity, cost savings, employee happiness, wider
talent pools) while mitigating the negatives (collaboration hurdles, cultural dilution,
security/compliance issues).

Impacts on Workforce and Company Culture

The widespread adoption of remote and hybrid work has had significant impacts on employees,
organizational culture, and how companies manage their people. Here we explore how these
new ways of working have affected employee engagement, job satisfaction, work-life balance,
as well as the challenges employers face in sustaining company culture, collaboration, and
talent management. We also examine trends in retention and hiring related to remote work
policies.

Employee Engagement and Job Satisfaction: During the pandemic, employee engagement
became a central concern as people adjusted to new work environments. After an initial surge
of unity in 2020 (“we're all in this together”), sustained remote work and pandemic stress led to
declines in engagement. In fact, U.S. employee engagement fell to a 10-year low by 2024,
erasing gains made in the previous decade (_ The Post-Pandemic Workplace: The Experiment
Continues ). Gallup’s tracking showed engagement metrics dropping sharply in 2021 and hitting
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record lows in 2024 ( The Post-Pandemic Workplace: The Experiment Continues ) — meaning
fewer workers felt enthusiastic and committed to their work. There are multiple reasons for this
dip: the disruptions and burnout from the pandemic, and perhaps the weakened social ties due
to prolonged remote work. However, it's not simply that remote work causes disengagement;
rather, it created new challenges for keeping employees connected to the company’s mission
and to each other. Many workers reported feeling less “plugged in” to workplace culture or
having fewer opportunities to develop relationships with colleagues when fully remote. In
response, companies have implemented various strategies to boost engagement in a hybrid
context: virtual team-building activities, more frequent check-ins by managers, and periodic
in-person gatherings (quarterly team offsites or annual company retreats) to build camaraderie.

On the positive side, job satisfaction and work-life balance have generally improved with
remote work. Freed from long commutes and rigid 9-to-5 schedules, many employees have
more time and autonomy, which contributes to higher satisfaction. Surveys consistently show
that workers rate their quality of life better when they have flexibility. For example, a 2024 study
by Owl Labs notes that 84% of employees feel more productive and happier working hybrid or
remotely compared to a traditional office setting (42 Hybrid Work Statistics: 2025 Preferences
& Productivity). The flexibility to handle personal tasks, be present for family needs, or simply
work during one’s most energetic hours has made employees feel more in control, which boosts
morale. That said, remote work is not universally preferred — a segment of employees actually
miss the office or struggle with distractions at home. Roughly one-quarter of professionals
would rather be in-office full time (US workers still work remotely nearly half the time in 2024),
citing reasons like clearer work-life separation or easier collaboration. Overall though, employee
sentiment tilts strongly in favor of flexible work. This sentiment has empowered employees to
voice their needs; employers have had to listen or risk losing talent. Many companies have thus
made engagement and well-being a top priority in their remote work plans — instituting policies
like “no meeting Fridays” to reduce digital fatigue, providing mental health resources, and
encouraging employees to take time off to recharge (since fully remote staff can fall into the
trap of never fully “unplugging” from work). Balancing engagement and work-life harmony
remains an ongoing effort, but by 2025 most companies see that a happier, well-rested
workforce — even if dispersed — is more productive and less likely to turnover.

Work-Life Balance and “Always-0On" Culture: Remote work has brought to the forefront the
concept of work-life balance in new ways. On one hand, removing commutes and allowing
flexible scheduling directly improves work-life balance for many employees. People can more
easily attend to personal or family matters throughout the day and make up work at another
time, which reduces stress. Surveys find that a majority of hybrid/remote workers feel their
work-life balance is better now than before. However, there is also a flip side: the blending of
home and work has led to an “always-on” culture for some, where the boundary between work
time and personal time blurs. Employees may feel pressure to respond to emails at night or they
struggle to disconnect since their office is at home. Gallup’s research identifies two types of
remote workers: “splitters” who maintain clear boundaries between work and personal time,
and “blenders” who intermix work and personal activities throughout the day ( The
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Post-Pandemic Workplace: The Experiment Continues ). Neither style is inherently wrong, but
issues arise when expectations are misaligned — for instance, a manager might unknowingly
encroach on an employee’s evening if both haven't set boundary norms. To combat burnout,
some companies have formalized guidelines for remote work hours or encouraged use of
status messages (e.g. setting yourself as offline after certain hours). Many employees have also
developed their own routines to separate work-life (like working in a dedicated space at home
and “leaving” it at day’s end). In 2025, the conversation has matured: instead of debating if
remote work destroys work-life balance, companies recognize they must help employees
achieve sustainable balance through supportive policies. The introduction of hybrid schedules
can help here — e.g., when in-office days are focused on collaboration and home days are for
deep focus, employees can plan their week better and also enjoy the benefit of some in-person
social interaction, which can improve mental health. Overall, remote work has largely been a
boon for work-life balance when managed well, and that contributes to higher employee
engagement and loyalty.

Company Culture and Collaboration Challenges: Maintaining a strong company culture has
been one of the toughest challenges for employers in the remote era. Culture is built on shared
values, norms, and relationships, which traditionally were reinforced by physical togetherness
in an office. When employees are scattered and interacting mostly through screens, leaders
have to work harder to instill culture and keep teams cohesive. As noted earlier, an SHRM
executive survey found that leaders view preserving culture as the biggest talent management
challenge with remote work (Top Remote Work Challenges in 2023). Specific pain points include
onboarding new employees into a remote culture, fostering informal mentorship, and creating a
sense of belonging. New hires who have never met their colleagues in person might find it hard
to “learn the ropes” or feel attached to the company beyond their immediate tasks. To tackle
this, some companies have introduced intentional culture programs: for example, scheduling
virtual coffee chats, pairing new hires with “buddies” for frequent check-ins, and explicitly
communicating company values through digital channels. Still, many acknowledge something is
lost without water-cooler chats and team lunches. That's why a common best practice emerging
in 2025 is to use in-person time for culture and relationship-building. Companies are
repurposing some of their office days or annual gatherings not just for meetings, but for social
events, workshops, and community service — activities that strengthen bonds and reinforce
organizational culture.

Collaboration is closely tied to culture. While structured meetings can be done remotely,
creative collaboration and spontaneous innovation have been harder to replicate. Employees
report that brainstorming via video call isn't quite the same as in a room with a whiteboard.
Additionally, fully remote teams sometimes suffer from communication silos — people tend to
primarily interact with their immediate team or closest contacts, and cross-department
interaction drops. Microsoft observed in 2021-2022 that internal communication networks
became more siloed in remote settings as workers spent less time in broad, ad-hoc
conversations. This can hinder innovation and knowledge sharing across the enterprise. In
response, many companies encourage regular rotation of team members on projects, virtual
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town halls, and collaboration tools that connect people across departments (like enterprise
social networks or informal Slack channels for interest groups). Some have designated certain
days as “in-office collaboration days” where everyone comes in specifically to have those
high-bandwidth discussions and chance encounters that are hard to schedule. Hybrid models
are often designed to get the best of both worlds: preserve focus and flexibility on remote days,
and use office days for rich face-to-face collaboration and cultural ceremonies (all-hands
meetings, team lunches, etc.). The success of this approach varies, and companies continue to
refine how to maintain a cohesive culture. Leadership visibility is another aspect — CEOs and
managers have taken to recording video messages or holding live Q&A videoconferences to
ensure remote staff still feel connected to the company’s direction. Ultimately, employers have
learned they must be proactive and creative to maintain culture with a dispersed workforce. By
2025, many large enterprises have demonstrated it's possible to have a strong culture even with
a lot of remote work, but it requires purposeful effort — culture can no longer be left to osmotic
absorption in an office; it must be actively cultivated through communications, virtual events,
and occasional in-person touchpoints.

Retention and Hiring Trends: Remote work policies have become a critical factor in both
retaining existing employees and attracting new talent. As mentioned, flexibility is now a top
perk — some call it “the new signing bonus” in recruitment. Companies with more flexible
policies have a clear advantage in hiring: they can recruit nationally or globally for roles, and
candidates often gravitate to jobs that offer remote options. A striking real-world example
comes from Airbnb: when the company announced a permanent “work-from-anywhere” policy in
2022, their careers page received over 800,000 views in just a few days (Airbnb's Careers Page
Viewed 800K Times on Work-From ...), an enormous surge of interest attributed to the appeal of
that flexibility. This demonstrates how offering remote work can dramatically widen the talent
funnel. In contrast, organizations that have tried to enforce strict return-to-office mandates have
sometimes faced employee backlash or even loss of staff. In late 2024 and early 2025, as some
high-profile companies (like certain Wall Street banks and tech firms) insisted on more in-person
attendance, there were reports of increased turnover and morale issues in those firms. Pew
Research data underscores this: nearly half of remote-capable workers would be inclined to
leave their job if remote work was taken away (Remote workers’ views of returning to office |
Pew Research Center). Thus, retention is tightly linked to maintaining some flexibility. Indeed,
during exit interviews and employee surveys, lack of flexibility is frequently cited as a reason for
leaving a company (or conversely, flexibility as a key reason for staying). That 38% of
non-job-seeking employees who stay because of flexibility is telling — it suggests that if those
employees lost flexibility, they might become flight risks (42 Hybrid Work Statistics: 2025
Preferences & Productivity).

The hiring marketplace in 2025 has largely normalized remote work as an expectation for many
white-collar roles. Job postings now commonly specify if a role is remote, hybrid, or on-site. In
2023-2024, data from LinkedIn and other platforms showed that jobs advertising remote work
received far more applications on average than in-person jobs, reflecting higher demand. Some
employers have also used remote work as a way to access specialized skills that are scarce in
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their local area — for example, a company in a smaller city can hire an Al specialist based in
Silicon Valley without requiring relocation, which helps fill critical skill gaps. However, one hiring
challenge has been salary and pay structure: companies had to decide whether to adjust
salaries based on location when hiring remotely. Some large enterprises chose to localize pay
(lowering compensation for workers who moved to cheaper regions), while others like Reddit
and Zillow announced they would pay the same rate regardless of where employees live, as a
strategy to attract top talent and as part of their culture of trust. This varied approach has also
influenced employees’ decisions on where to work; many workers prefer employers who don't
“penalize” them for going remote via pay cuts.

In terms of retention, aside from preventing quits, remote work can also boost loyalty by
improving employees’ overall satisfaction. Especially for groups like working parents, caregivers,
or those pursuing further education on the side, the ability to work remotely can make them
much more likely to stay long-term. Companies have noted improved retention of women in
leadership, for instance, after adopting flexible schedules that help balance family
responsibilities — which ties into DEI benefits. On the flip side, some firms worry about loyalty
dilution: if employees feel less connected to the company (due to weak culture), they might find
it easier to leave since their job feels more “transactional” when remote. This is one reason
companies emphasize culture and engagement even more, to foster loyalty beyond just the
flexible work perk.

In summary, remote work policies are now a key strategic lever in talent management. Many
leading enterprises have positioned flexibility as part of their employer brand to win talent.
Those that haven't adapted have, in many cases, struggled with higher attrition or difficulty
hiring, especially in competitive fields. The trends clearly show that companies with flexible
policies have an edge in the war for talent, and this has solidified hybrid/remote work not just
as an employee benefit but as a business imperative for attracting and retaining the best
people.

Industry-Specific Remote Work Trends

The adoption and structure of remote work vary significantly by industry, as different sectors
have unique job requirements, cultures, and constraints. Below we highlight how several major
industries are handling remote and hybrid work in 2025, and the trends specific to each:

e Technology and Software: The tech industry has been at the forefront of remote work
adoption. As noted, virtually all tech companies offer some remote options (97% have
flexible work policies) (2024 Data Reveals Hybrid Work Is Now The Leading Work
Environment In The U.S.), making it the most flexible major industry. Many large tech
firms (e.g. Microsoft, Google, Meta, Apple) initially pivoted to remote work early in the
pandemic and later transitioned to hybrid models that continue today. A typical approach
in tech is a hybrid schedule of 2-3 office days per week for those living near company
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offices, with some employees remaining fully remote if their role allows. Some
companies went further: Airbnb, Twitter (pre-acquisition), and Dropbox are examples of
tech companies that declared “remote-first” or “work from anywhere” policies. Dropbox,
for instance, implemented a “Virtual First” policy, converting its offices into
collaboration hubs and having employees work from home most of the time, coming in
only for team events or projects. This reflected an industry trend of questioning the need
for daily office presence. Tech firms often cite that remote work helps them recruit top
talent globally and build products 24/7 by having distributed teams across time zones.
However, not all tech giants agree — some, like Apple, emphasized the importance of
in-person collaboration for creativity and have stricter in-office requirements (e.g. 3 fixed
days a week). Overall, the tech sector remains the pacesetter for hybrid work, with
continuous experimentation. By 2025 many tech companies have solid data on their
internal productivity and are fine-tuning remote practices (from meeting norms to use of
Al tools for coding collaboration). The industry’s comfort with digital tools and largely
knowledge-based work makes it naturally suited to remote arrangements, and this high
flexibility (nearly universal among tech firms) is expected to continue (2024 Data Reveals
Hybrid Work Is Now The Leading Work Environment In The U.S.).

Finance and Banking: The finance industry has had a mixed approach, with some firms
enthusiastically embracing hybrid work and others strongly encouraging a return to
office. On one hand, big banks like JPMorgan Chase and Goldman Sachs made
headlines for pushing employees to come back full-time relatively early (Goldman’s CEO
famously called working from home an “aberration” in early 2021). These firms argued
that apprenticeship culture and spontaneous collaboration on trading floors or
deal-making are core to their success. However, even within finance, 88% of companies
offer some degree of flexibility (2024 Data Reveals Hybrid Work Is Now The Leading
Work Environment In The U.S.), indicating that nearly all have some hybrid or remote
roles. Many investment and insurance companies settled on a few mandatory office
days per week. For example, several Wall Street banks implemented policies like
“Tuesday through Thursday in-office, Monday and Friday optional.” Meanwhile, other
finance companies have taken a more flexible stance: Citigroup and UBS are examples
of large banks that have been relatively friendly to hybrid schedules, seeing it as a way to
differentiate and attract talent from competitors. Insurance and financial services firms
(outside of trading roles) often found that remote work did not harm productivity —
underwriting, analysis, customer service, etc., could be done effectively from home. By
2025, a trend in finance is the formalization of hybrid models: many firms have codified
policies (e.g. X days in office per month, or specific teams on rotations) rather than
leaving it ad hoc. Finance also highlights an emerging nuance: junior employees and new
hires often benefit from in-person mentorship, so some banks require those early in their
career to be in office more, while giving senior staff more flexibility. This tailored
approach is one way the industry is trying to balance learning and culture with flexibility.
In summary, financial services companies have widely adopted hybrid work, but with
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more structure and often stricter minimum office time than tech firms, reflecting the
collaborative intensity and client-facing nature of parts of their business. Still, the fact
that almost nine in ten finance companies allow remote work in some form (2024 Data
Reveals Hybrid Work Is Now The Leading Work Environment In The U.S.) shows that the
industry overall has changed considerably from its historically office-bound culture.

Manufacturing, Energy, and Logistics: Industries centered on physical goods and
infrastructure (manufacturing, oil & gas, utilities, transportation, logistics) obviously have
a large portion of jobs that must be on-site (plant workers, field technicians, drivers,
etc.). However, these industries also have substantial white-collar workforces (engineers,
designers, corporate staff, sales, etc.) who transitioned to remote work where possible.
Manufacturing companies in North America have generally adopted hybrid work for their
corporate employees while production line workers are in person. Data indicates about
40% of manufacturing and logistics companies are fully on-site (the rest offer some
flexibility) (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In The
U.S.). This implies that 60% do allow remote/hybrid for at least certain roles. A common
model is splitting the workforce: office-based roles follow a hybrid schedule, whereas
factory floor schedules remain unchanged. One interesting trend is that some
manufacturers invested in “remote monitoring” and IoT technologies, enabling engineers
to oversee production processes or equipment performance remotely. This was
accelerated by necessity in 2020 and has continued to evolve, potentially allowing even
plant management roles to partially work from home. Energy and utilities companies
have similarly bifurcated roles — field crews and control room operators on-site, vs.
analysts and support staff remote-capable. Many have found value in remote work for
emergency planning; for instance, having distributed system operators as a contingency.
Logistics and retail distribution firms (like FedEx, UPS, Amazon’s warehouse operations)
require on-site labor for handling goods, but their IT, HR, and customer service divisions
often work remotely. In these industries, the key trend is flexibility for the “desk jobs” but
acknowledgment that frontline roles remain on-site. They also face the challenge of
maintaining unity and fairness between employees whose jobs allow WFH and those
whose jobs don't — this has implications for culture and sometimes pay (some
companies gave extra bonuses or wage increases to on-site essential workers to
recognize their inability to work remotely during the pandemic). By 2025, manufacturing
and related industries have largely settled into this dual model, and many are using
advanced technology to support both remote collaboration (for designers working with
factory teams) and on-site safety (to manage any staffing fluctuations due to illness,
etc.). The overall remote work adoption rate is lower in these sectors compared to tech
or finance, but it’s still a significant part of the corporate strategy for these businesses.

Healthcare and Pharmaceuticals: Healthcare presents a unique case — obviously,
doctors, nurses, and clinical staff must be in-person for patient care, but there is also a
vast administrative and research apparatus in healthcare. Hospitals and healthcare
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providers had to find ways to continue administratively during lockdowns, leading to
back-office billing, scheduling, and telehealth services being done remotely. Telehealth
itself exploded in 2020 and remains far more common in 2025 than pre-pandemic, with
many routine consults done via video. This means certain roles (like radiologists reading
images, or telemedicine GPs) can be partially remote. However, most large healthcare
systems have returned their administrative staff to at least a hybrid model because
coordination in healthcare can be complex. Pharmaceutical companies and biotech
firms, which have a mix of lab scientists and corporate employees, largely use hybrid
models: scientists may need to be in the lab to run experiments, but analytical work and
meetings can be from home. Pharma companies also saw benefits in remote work for
roles like medical sales liaison or clinical trial monitoring, which became virtual in many
cases (e.g., remote monitoring of trial data). The trend in healthcare is thus greater
acceptance of remote work for non-clinical roles and an expansion of telework in health
tech and pharma. But there is also a strong emphasis on teamwork and training - for
example, teaching hospitals are now using a blend of in-person rounds and remote
learning sessions. By 2025, some healthcare providers have carved out remote work
divisions (for instance, Kaiser Permanente set up a “virtual care” unit with remote
clinicians). The industry’s adoption of remote work is moderate and very role-dependent;
it underscores that hybrid solutions can be applied even in traditionally hands-on fields,
but with careful consideration of what work can truly be done off-site.

Education: The education sector (especially higher education) experienced a forced
remote experiment in 2020 with mixed results. K-12 schools largely reverted to in-person
teaching as soon as possible due to the clear benefits of face-to-face learning for
children and the need for supervision. Thus, K-12 has minimal remote work aside from
perhaps administrative meetings or occasional virtual parent conferences. Universities
and colleges, however, have integrated more remote elements post-2020. While most
students returned to campus by 2022, universities now often offer hybrid or online
options for certain programs, and faculty may hold virtual office hours or even teach
some classes online (particularly in graduate or continuing education programs). From
an employment perspective, many university staff (IT, finance, marketing) can work
remotely part of the week. That said, education remains one of the more in-person
industries culturally — note that about 51% of education organizations are fully on-site
(2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In The U.S)),
among the highest after restaurants. The future of remote work in education is likely in
administrative efficiency and broadening access (online courses), rather than replacing
the core in-person experience for younger learners.

Government and Public Sector: Government agencies had varied responses. Some, like
parts of the federal government, embraced telework where feasible and even in 2025
remain heavily hybrid (for instance, many federal office workers in DC are in-office only a
few days each week). Others, especially at state and local levels, have pushed
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employees back on-site to better serve the public or due to leadership preference. By late
2024, there has been political pressure in the U.S. to reduce federal telework, but many
agencies have found it beneficial for continuity and recruitment. Public sector entities
often have to negotiate remote work with unions as well. Overall, the public sector lags
slightly behind the private sector in remote work adoption, but it has still increased
dramatically from pre-2020. Certain functions like IT, policy analysis, and call centers in
government are commonly remote now. City governments in major metros are also
allowing hybrid to compete with private employers for talent. We can expect the public
sector to continue offering telework as a way to modernize and as an emergency
preparedness measure (so they are ready for any future disruptions).

In sum, each industry has carved its own path to remote or hybrid work. Tech, media, and
professional services are nearly fully flexible, making hybrid the standard. Finance, consulting,
and real estate are moderately hybrid — flexibility exists but often with structured in-office
expectations. Manufacturing, retail, hospitality, healthcare have adopted hybrid primarily for
their support and corporate roles, while customer-facing or production roles stay on-site. It's
notable that even the “least flexible” industries by 2024 data - like restaurants (65% on-site) and
manufacturing (40% on-site) — still have a sizeable percentage of companies offering remote
options where they can (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment
In The U.S.). This underscores that across all sectors, companies have innovated to incorporate
remote work for applicable roles. Another trend is that larger companies within any given
industry tend to be more flexible than smaller ones. Larger enterprises often have more
resources to implement hybrid arrangements (and more white-collar roles), whereas small
businesses, especially in industries like hospitality or retail, might have nearly all staff on-site.
This was reflected in the Flex Index data: among companies with over 25,000 employees
(spanning various sectors), 67% had adopted structured hybrid models (2024 Data Reveals
Hybrid Work Is Now The Leading Work Environment In The U.S.), whereas many small
businesses either offer full flexibility or none at all. We'll discuss company size differences more
in the benchmarking section. But the industry-specific analysis makes one thing clear: remote
work is not just a tech industry phenomenon anymore - it has become a fixture in how most
industries operate, adapted to each sector’s realities.

Role of Technology and Tools in Supporting Remote Work

Technology has been the great enabler of the remote work revolution. Over the past few years,
enterprises invested heavily in digital tools and infrastructure to facilitate effective remote and
hybrid work. In 2025, a robust ecosystem of technologies supports distributed teams, and new
innovations (like Al) are further enhancing productivity. Here we examine the key categories of
technology, the challenges around IT and cybersecurity, and how digital transformation has
accelerated to keep pace with hybrid work.
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Collaboration and Communication Tools: The foundation of remote work is the suite of
collaboration tools that keep employees connected. These include video conferencing
platforms (Zoom, Microsoft Teams, Cisco Webex, Google Meet), chat and messaging apps
(Slack, Teams), cloud document collaboration (Microsoft 365, Google Workspace), project
management software (Asana, Jira, Trello), and other productivity apps. Adoption of these tools
skyrocketed in 2020 and has remained high. One report noted that the share of companies
using digital collaboration software jumped from 55% in 2019 to 79% in 2021 (Collaboration
Software Statistics and Facts (2025) - Market.us Scoop), and by 2025 it's even higher -
essentially ubiquitous — among large enterprises. Video meetings have become a daily norm; in
many organizations, employees join an online meeting as reflexively as walking into a
conference room. Features like screen sharing, virtual whiteboards, polling, and breakout rooms
have matured to mimic in-person collaboration as closely as possible. Persistent chat channels
have replaced much of the informal office chatter and quick questions that used to happen in
hallways. These tools have not only maintained communication but in some cases improved it
— for instance, global teams that were previously siloed now have a single platform (like Teams
or Slack) where everyone can asynchronously communicate regardless of time zone. Enterprise
adoption of these platforms has often meant standardizing on a toolkit (e.g. company-wide use
of Teams for chat and meetings) to ensure everyone is on the same page.

At the same time, the proliferation of tools introduced challenges of its own: tool overload and
digital fatigue. Many workers felt the strain of back-to-back video meetings (coined “Zoom
fatigue”). Companies responded by setting norms, such as encouraging phone calls or walking
meetings when video isn't necessary, or dedicating blocks of “no meetings” time to let people do
focused work. Another challenge was integration — ensuring all these apps work together and
data flows securely. Enterprises leaned on cloud integration solutions and single sign-on identity
management to streamline the user experience across tools.

Despite these challenges, the tech has overall been a savior for remote work viability. By 2025,
most large companies have refined their collaboration stack based on what works best for their
culture. Some have even built custom internal tools or adopted emerging platforms (e.g. virtual
reality meeting spaces for special brainstorming sessions, or digital whiteboard apps for design
teams). The improvement in these tools over just a few years — for example, the quality of video
calls and the reliability at scale — has made remote collaboration not just possible but often
quite efficient. As a result, technology is no longer seen as a barrier to remote work; instead it's
a key driver that makes hybrid work as productive as in-office work. In fact, two-thirds of
employers now recognize that hybrid working has positive impacts on productivity and
well-being, especially when supported by the right technology (42 Hybrid Work Statistics: 2025
Preferences & Productivity).

IT Infrastructure and Digital Transformation: The shift to remote work forced companies to
fast-track their digital transformation efforts. In 2020, many businesses had to scramble to
equip employees with laptops, remote access capabilities, and cloud-based systems essentially
overnight. This momentum continued, and by 2025 most large enterprises have significantly
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modernized their IT infrastructure. Legacy on-premise systems have been migrated to cloud
solutions to enable access from anywhere. VPN usage surged initially to allow secure access to
internal networks, but it also highlighted the need for more advanced architectures; many firms
have since adopted zero-trust security models and cloud-based identity management so that
employees can securely log in from any location without routing through a single corporate
network choke point.

The pandemic was a catalyst: surveys of executives found that COVID-19 accelerated digital
transformation plans for 77% of CEOs — compressing several years’ worth of change into just
months (Digital transformation through the lens of COVID-19 | Deloitte Insights). Processes that
were once paper-based or required in-person signatures (like procurement approvals, HR
onboarding, etc.) have been digitized and automated. Companies implemented e-signature
tools, digital workflow software, and other solutions to ensure business processes keep flowing
with a remote workforce. This has yielded lasting efficiency gains. For example, a contract that
used to take a week circulating in offices can now be reviewed and signed electronically in a
day. These improvements were initially reactive, but by 2025 they've been refined and formalized
into new standard operating procedures.

However, IT challenges remain. Supporting a remote workforce means dealing with a wide array
of devices and home network environments. Helpdesk teams had to expand support beyond the
office LAN to employees’ home Wi-Fi issues, personal device compatibility, and so on. Many
companies issued standardized equipment (laptops, headsets, monitors) to ensure everyone
had a baseline setup. Some provided stipends for high-speed internet or home office gear.
Ensuring everyone has reliable connectivity became as important as providing an ergonomic
desk in the office. Moreover, the explosion of digital tools sometimes led to “shadow IT" — where
employees sign up for apps on their own to fill a need (perhaps using a personal Google Drive or
an unauthorized SaaS tool). A 2023 security report found that 32% of remote/hybrid workers
use apps not approved by IT (“shadow IT”), and 92% use personal devices for work tasks (Top
Remote Work Security Risks Every Organization Should Know | Lookout). This highlights the
ongoing challenge for IT departments to monitor and manage the IT ecosystem. In response,
companies have ramped up training and clear policies about approved tools, as well as
deploying endpoint management software on personal devices or providing company-managed
devices to minimize risk.

The investment in IT for remote work has been massive. In fact, 84% of organizations increased
their cybersecurity and IT spending due to the rise of remote work (Protecting Your Remote
Workforce: Key Cybersecurity Challenges & Solutions). This includes not just security
(discussed next) but also things like expanded cloud storage, more robust network capacity, and
collaboration software licenses. Many CFOs have noted that some savings from office real
estate have been offset by higher IT costs — but generally, the ROl is seen as positive because it
enables business continuity and flexibility. We can say that by 2025, the digital workplace is
here to stay. Companies are continuing to refine their digital infrastructure, often aiming for an
agile setup where employees can seamlessly transition between home and office (for example,
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having identical docking station setups in office and at home, so a laptop is the single work
machine). The maturity of IT support for remote work is significantly higher than in 2019, and
that underpins the success of hybrid models.

Cybersecurity: With employees working outside the secure confines of office networks,
cybersecurity has become a paramount concern. The attack surface expanded: home networks,
potentially less secure devices, and increased digital communication all create new
vulnerabilities. Cybercriminals did in fact exploit the chaos of the early pandemic — phishing
attempts and malware attacks spiked, often targeting remote workers. The FBI noted a ~300%
increase in reported cybercrimes in 2020 versus pre-pandemic levels (Challenges and Solutions
for Remote Environments - Kaseware). Companies have responded by doubling down on
security measures. Key trends include: widespread adoption of multi-factor authentication (to
prevent compromised passwords from leading to breaches), use of VPNs or virtual desktop
environments, and extensive employee security awareness training (with focus on phishing
since remote workers might be more susceptible when IT help isn’t just down the hall). Despite
these efforts, challenges remain — the earlier stat about 92% of remote workers using personal
devices is concerning (Top Remote Work Security Risks Every Organization Should Know |
Lookout). Personal devices might not have up-to-date security patches or company-approved
antivirus, and mixing personal and work data can lead to leaks. Many firms have started
supplying or subsidizing secure, managed devices or using Mobile Device Management (MDM)
software to enforce security policies on any device that accesses company data.

Another vulnerability is home network security: an employee’s home router could be outdated or
their Wi-Fi network could be compromised. To mitigate this, some companies provide guidelines
or even equipment (like providing an enterprise-grade firewall for home or a security software
agent that monitors network traffic). Also, with more data being accessed from outside, cloud
security and identity/access management have become critical. Companies are implementing
Zero Trust Architecture, which in essence means no device or user is inherently trusted just
because they're “inside” the network — every access is continuously verified. This model is more
suitable to a world where the network boundary is amorphous.

Additionally, companies must consider data privacy and compliance in a remote context —
ensuring that sensitive information (customer data, confidential documents) is handled
properly. Strategies include encrypting data, logging access, and restricting the ability to
download or print certain documents on unmanaged networks.

The good news is that by 2025, awareness of these issues is high and many enterprises have
not suffered major breaches despite the shift — a testament to the security adaptations. A Cisco
security outcomes study showed the proactive stance: most organizations significantly
boosted their security investments specifically because of remote work (Protecting Your
Remote Workforce: Key Cybersecurity Challenges & Solutions). And while human error is still a
risk (phishing remains the top cyberattack vector), training has improved. For instance, it's
become common for companies to run phishing simulation exercises to keep employees
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vigilant. The emergence of new Al tools in security is also promising — Al can help detect
unusual patterns that might indicate a breach, which is useful when employees are logging in
from all over.

One specialized concern is confidentiality and eavesdropping when working from home -
employees handling sensitive calls (like discussing M&A deals, or patient information for a
healthcare admin) might inadvertently be overheard by family or smart home devices.
Companies have provided guidance on creating a private workspace and using headset devices
for calls to reduce that risk.

In summary, cybersecurity has been one of the most critical and challenging aspects of remote
work, and it continues to evolve. Companies are vigilant and regularly updating their security
frameworks. The heavy investments and stricter policies put in place have, on the whole,
allowed remote work to proceed without a wave of catastrophic breaches, but the threat
environment is ever-present. The consensus among IT leaders is that security in a hybrid world
requires ongoing attention and innovation, and it's now a board-level priority. Many ClOs and
CISOs say that remote/hybrid work has permanently changed their security strategy - it
accelerated moves to cloud, zero-trust, and a more holistic approach to protecting data
wherever it goes.

Al and Emerging Tech for Remote Work: By 2025, we are also seeing the influence of emerging
technologies — particularly Artificial Intelligence — in enhancing remote work. Al is being
integrated into collaboration tools to make them smarter and reduce the strain of remote
communication. For example, Al-driven meeting assistants can transcribe meetings, highlight
action items, and even provide summaries of long calls. Microsoft Teams and Zoom have
introduced features where after a meeting, you can get an Al-generated recap, so those who
couldn’t attend can quickly catch up. This helps keep remote teams aligned asynchronously. Al
chatbots and virtual assistants are being used in IT support (employees can chat with a bot to
troubleshoot common tech issues when working remotely, before escalating to a human). In
project management, Al can help prioritize tasks or predict delays by analyzing workflow
patterns, which is useful when managers are not colocated with their team to sense issues
informally.

Another area is Al for focus and productivity: Some tools use machine learning to gauge when a
person is likely to be interrupted and can adjust notifications accordingly (for instance, delaying
non-urgent pings if the user is in deep focus mode). Al analytics are also giving employers
insights into collaboration patterns - for instance, identifying if certain departments are isolated
in communication and suggesting more cross-functional interaction (all done in aggregate to
avoid privacy issues).

Beyond Al, other emerging tech includes Virtual Reality (VR) and Augmented Reality (AR)
attempts to enhance remote collaboration. A few companies have experimented with VR
meeting spaces for more immersive brainstorming sessions or virtual training programs, where



employees wear headsets and appear as avatars in a shared 3D environment. While not
mainstream in most enterprises yet, the technology is improving and may play a larger role in
years to come for specific use cases (like virtual site inspections or interactive design reviews).

Hardware and Office Setup: On a practical level, technology includes the actual hardware and
tools employees use day-to-day. Companies have realized that equipping remote workers
properly is vital. Many large firms rolled out programs to provide employees with high-quality
webcams, noise-canceling headphones, large monitors, and ergonomic chairs for home -
treating the home office as an extension of the corporate workspace. Some have partnerships
with suppliers so employees can order pre-approved gear to their homes. Additionally, in the
office, there's investment in conference room technology to support hybrid meetings (e.g.,
advanced video conferencing systems with multiple cameras or 360-degree cameras like the
Owl Labs Meeting Owl). This is to ensure that when some participants are in a meeting room
and others remote, the experience is seamless for all — remote attendees should be able to hear
and see clearly and feel included. According to one survey, good office technology and meeting
room setup is increasingly important, with 87% of employers rating it as crucial for effective
hybrid work (up from 83% in 2023) (42 Hybrid Work Statistics: 2025 Preferences &
Productivity). This reflects the push to upgrade offices to be “hybrid-ready” rather than the old
model of a conference phone on a table.

Despite all these tech improvements, companies have learned that tools alone aren’'t enough -
training and best practices are key. So alongside tech deployment, there’s emphasis on
educating employees: e.g., how to run effective virtual meetings, how to use collaboration
software features fully, and how to stay cyber-safe. In 2023, 63% of organizations trained
employees on how to hold effective and inclusive hybrid meetings (State of Hybrid Work 2023 |
US Report - Owl Labs), recognizing that etiquette (like making sure to address remote
participants, not just those in the room) is something people need to learn.

In conclusion, technology has been the backbone of the remote work era. Investments in tools
and infrastructure have largely paid off, enabling employees to work from anywhere without
sacrificing much in the way of collaboration or productivity. The challenges of IT management
and cybersecurity are significant, but they are being addressed through increased budgets and
smarter strategies. As we move forward, technology will continue to evolve to make remote
and hybrid work more efficient, secure, and perhaps even more engaging than traditional
offices. Companies that stay on the cutting edge of these tools — while also ensuring their
people are trained and tech-savvy — will find it much easier to reap the benefits of a flexible work
model.

Employee and Employer Perspectives

The perspectives of employees and employers on remote work have sometimes diverged, but
over time a new consensus is forming on the sustainability and future of flexible work. Below we
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explore how employees feel about remote work effectiveness and their careers, and how
executives and leaders view remote work as part of their business strategy moving forward.

Employee Sentiment: For employees, the option to work remotely is largely viewed as a positive
evolution of work. Multiple surveys show that a majority of employees consider remote/hybrid
work to be effective for their job. They cite benefits like fewer distractions (in some cases), a
comfortable environment, and the ability to better concentrate on deep work. In terms of
self-assessed effectiveness, employees are quite confident: recall that 87% of workers in a
2022 Microsoft study said they are productive at work (many of whom were working remotely
at least part-time) ('Productivity paranoia': Microsoft study of corporate workplaces finds big
disconnect in hybrid work — GeekWire). This high self-reported productivity indicates that most
employees do not feel their performance suffers outside the office; if anything, many feel they
accomplish more without the interruptions or commute of office life. Additionally, employees
appreciate the trust and autonomy that comes with remote work - it can be empowering to be
judged on output rather than physical presence.

Another major component of employee perspective is flexibility = personal wellbeing.
Employees often mention that flexibility allows them to arrange their day in a way that reduces
stress — for example, fitting in a midday exercise break or school pickup. This contributes to
overall job satisfaction. The Pew Research Center found in October 2024 that among workers
who have the option, the vast majority have embraced remote work: 75% of remote-capable
employees were working from home at least some of the time (Remote workers’ views of
returning to office | Pew Research Center) (showing that employees take advantage of the
option when given). Furthermore, Pew reported that 56% of those who can work remotely prefer
to do so most or all of the time (from an earlier 2022 study), whereas a smaller fraction prefer
mostly in-office. Employees also feel safer during events like surges of illness or bad weather,
knowing they have the infrastructure to work from home - this sense of resilience and safety is
a subtle but important factor in their positive view of remote arrangements.

However, employee perspectives are not 100% rosy. Isolation and communication difficulties
are commonly cited downsides. Especially for those who live alone or are extroverted, the lack
of daily in-person social interaction can affect mental health. Younger employees have voiced
concerns about missing out on learning by osmosis — things like overhearing how a colleague
handles a client call or getting informal feedback from a senior in passing. Some also feel that
while they are productive, their career progression might be slower if they're “out of sight.”
Indeed, 46% of remote workers fear that if their employer required a return to office, they'd
have to comply or consider leaving, and many of those fear missing remote work’s benefits
(Remote workers’ views of returning to office | Pew Research Center). Notably, Pew’s January
2025 survey highlighted that about 46% of current remote workers would likely look for a new
job if full-time remote work was taken away (Remote workers’ views of returning to office | Pew
Research Center) — implying they place very high value on it. At the same time, that means 54%
might stay, which shows not everyone sees remote work as make-or-break. Some employees do
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enjoy the office and feel more connected or equipped there (for example, workers in cramped
city apartments or with young children at home might actually prefer the office environment).

A nuanced finding in Pew’s research is the demographic differences: Women, younger
employees, and those who currently work fully remote are especially likely to say they'd quit if
forced back on-site (Remote workers’ views of returning to office | Pew Research Center)
(Remote workers' views of returning to office | Pew Research Center). This suggests those
groups derive significant benefit from remote work (e.g., women often juggle more family
caregiving, younger folks might prioritize flexibility or are more comfortable with digital nativity).

In terms of effectiveness, employees generally feel they have adapted well. Many have set up
home offices and learned to collaborate virtually. In fact, some now question the old ways -
employees often ask, “Was that meeting necessary in person?” or “Could this business trip be
replaced with a video call?” Their lived experience of the past few years tells them remote work
can work, so they are inclined to expect it as a permanent option. Employee surveys in 2023 and
2024 consistently show strong preference for hybrid models going forward, rather than a
complete return to 5-day office presence. FlexJobs and other organizations tracking remote
work sentiment find that flexibility is often ranked on par with or even above salary for job
satisfaction for many employees.

Employer and Executive Viewpoints: On the employer side, perspectives have evolved
significantly from 2020 to 2025. Initially, many executives were skeptical of sustained remote
work, concerned about productivity, culture, and supervision. Over time, as mentioned in earlier
sections, many have come to see the benefits and inevitability of hybrid work. By 2024, most
CEOs acknowledge that the world of work has changed permanently. In KPMG's 2024 CEO
Outlook survey, only 34% of U.S. CEOs envisioned their traditionally office-based employees
being back in the office full-time within the next 3 years, down from 62% who thought so the
year before (KPMG 2024 CEO Outlook Pulse Survey). Instead, 46% of CEOs now foresee a
predominantly hybrid working environment for those roles (up from 34% a year prior), and just
3% anticipate a fully remote workforce (KPMG 2024 CEQ Outlook Pulse Survey). This marked
shift in expectations shows that top executives have largely accepted hybrid work as the future,
reducing their bets on a full return to 2019 patterns (KPMG 2024 CEQ Outlook Pulse Survey).
Essentially, many CEOs “walked back” earlier predictions of everyone coming back to the office.
This doesn't mean they love remote work unconditionally, but it means they see hybrid as the
realistic, and even productive, path forward for their organizations.

That said, executives do continue to express some concerns. A common refrain is about
innovation, mentorship, and culture — many leaders believe serendipitous interactions in person
spark ideas and that junior staff learn best by shadowing in a live environment. There’s also the
issue of alignment: some CEOs feel that prolonged remote work can make employees feel less
connected to the company’s mission and could erode loyalty or teamwork over time. These
worries have driven some highly publicized RTO (return-to-office) pushes. For example, the CEOs
of companies like JPMorgan, Disney, and Tesla all made statements in recent years
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emphasizing the importance of being in-office (Disney’s CEO required four days a week in office
for creative collaboration; Tesla's famously said come back or “pretend to work somewhere
else”). However, these strong stances are not the majority — they just get the most press. The
majority of organizations are keeping flexible arrangements. In fact, a joint Stanford/Atlanta
Fed survey of over 1,000 company executives (conducted in early 2025) found that 88% of
employers with hybrid or remote staff have no plans to mandate a full return-to-office in the
next year (Survey indicates work-from-home is here to stay | Stanford Report). Only 12% were
planning any kind of increased in-office mandate, and over a quarter of those said it would still
be a hybrid requirement (just a few days a week) (Survey indicates work-from-home is here to
stay | Stanford Report). This is striking evidence that most employers are standing firm on
hybrid policies and don't intend to revert.

Many executives have also publicly recognized the upside of remote work. They cite access to
broader talent pools, happier employees, and even productivity gains in certain contexts. For
instance, Satya Nadella (CEO of Microsoft) talked about the need to overcome “productivity
paranoia” and trust employees, focusing on results. Mark Zuckerberg of Meta noted that
engineers who joined during the pandemic remotely performed as well as those in-office once
they ramped up, though he also encourages some in-person time for newer employees to build
connections. There’s also an economic perspective: CFOs appreciate the cost savings from
reduced real estate, and some CEOs see flexibility as part of their employer brand (as long as
culture can be maintained).

Executives are trying to balance flexibility with business needs. Many have settled on guiding
principles like: “We’ll be flexible, but we still value face-to-face connections, so we'll gather
purposefully.” A number of large companies have downsized their office space and instead
invest in quarterly all-hands gatherings or team summits, which leadership views as more
meaningful face time than compulsory daily commutes. The future expectations from
leadership seem to coalesce around hybrid being permanent. Some executives explicitly say
they expect the “office of the future” to be a collaboration hub, not a daily mandatory space.

Another aspect of the employer perspective is monitoring and productivity measurement. Some
companies, uncomfortable with not seeing employees, turned to digital monitoring tools
(so-called “bossware” that tracks keystrokes, active time, etc.). However, these moves often
backfired by harming trust and morale when employees discovered them. Thoughtful executives
realize that building a culture of trust is more sustainable than surveillance. Indeed, as one
report noted, if employers clearly communicate the reasons and benefits of any monitoring,
employee acceptance jumps significantly (20% higher acceptance) (Top Remote Work
Challenges in 2023), but if done covertly it erodes trust. Many leaders thus have moved away
from micromanaging remote work and towards fostering accountability through goals and
frequent manager check-ins. The mindset shift needed is encapsulated well by Microsoft’s
advice to managers: “Judge performance by the quality of outcomes, not by visible activity”
(Why Managers and Employees Can't Agree on How Much Work Is ...). By 2025, a good number
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of forward-thinking leaders have adopted this philosophy, focusing on results and adjusting
KPIs if needed to ensure remote workers are delivering value.

Finally, regarding future expectations: Most executives now include remote/hybrid work in their
strategic planning for the company. They are considering the implications for everything from
real estate portfolio (do we invest in smaller regional hubs? coworking passes?) to succession
planning (how to groom new leaders in a hybrid world) to emergency preparedness (having
remote capability is a hedge against future disruptions). Many believe that flexibility is here to
stay because it has become a baseline expectation for knowledge workers. Some are even
reimagining work completely — for example, the concept of the four-day workweek has gained
traction partly as an extension of flexible work discussions, though that’s another topic. Leaders
in companies that have thrived with hybrid work often become advocates of it, sharing best
practices at conferences or industry forums. However, leaders whose companies struggled
might remain critical and seek to tighten policies. So perspective can be colored by personal
company experience, which is why we see a range of opinions in headlines. But aggregated data
(like the CEO surveys) make it clear that most business leaders anticipate a future where hybrid
work is a core part of how we work, not a temporary pandemic workaround.

In essence, employee and employer perspectives have been converging towards a new
understanding: flexible work can be beneficial for both parties when implemented well.
Employees get autonomy and better work-life integration; employers get access to talent and
often equal or higher productivity, plus potentially happier, more loyal teams. The journey hasn’t
been without friction — there were and are debates, and some high-profile clashes when
companies announced stricter policies (often met with employee petitions or attrition). But by
2025, the conversation is more about how to make remote/hybrid work successful long-term
rather than if it should continue. Both employees and executives largely agree that the old “five
days in the office” paradigm is outdated for many roles, and the focus is on refining the hybrid
model in a way that maximizes positives (flexibility, productivity, cost savings) and minimizes
negatives (culture dilution, communication gaps).

Benchmarking and Best Practices in 2025

To better understand the state of remote work across different contexts, it's useful to look at
comparative data by company size and industry, as well as highlight best practices and case
studies from leading enterprises. This benchmarking provides a sense of where organizations
stand relative to peers and what approaches have been most successful in navigating the hybrid
work era.

Remote Work Adoption by Company Size: Large enterprises and small businesses have
approached remote work somewhat differently, though all sizes have embraced flexibility to
some extent. Larger organizations (especially those with thousands of employees) are more
likely to adopt structured hybrid models, according to market research. As of Q2 2024, among



U.S. companies with over 5,000 employees, a majority had formal hybrid schedules. In fact, 53%
of companies with 5,000-25,000 employees and 67% of companies with over 25,000
employees were operating on a structured hybrid model in 2024 (2024 Data Reveals Hybrid
Work Is Now The Leading Work Environment In The U.S.). This means these large firms typically
have policies like specific days in office or set ratios of remote vs. office work, standardized
across the organization or by role. Large enterprises have tended toward hybrid (as opposed to
fully remote) because they often have legacy investments in offices and a belief in maintaining
some physical presence for collaboration. They also have more complex job role diversity, so a
one-size policy is harder; structured hybrid gives a framework that can be adjusted per function.

In contrast, smaller businesses have shown an interesting split. Many very small companies
(under 50 employees) or startups have gone fully remote or fully flexible, finding offices
optional. Data suggests that 73% of small businesses (under ~250 employees) allow complete
location flexibility (i.e. employees can choose to be fully remote) (2024 Data Reveals Hybrid
Work Is Now The Leading Work Environment In The U.S.). These could be companies that gave
up office space entirely to save costs. Small firms can be nimble in culture and often thrive on
hiring talent regardless of location without worrying about huge infrastructure. On the other
hand, some small businesses, especially in client service or hands-on industries, remain fully
on-site (for example, a small design agency might still prefer in-person teamwork). The Flex
Index data indicates that overall, 69% of all companies offer some degree of work location
flexibility by 2024 (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In
The U.S.), so the majority do, but it skews higher for large firms. Notably, virtually all new
startups being founded are building with remote work in mind — many start as remote-first or
hybrid from day one, since founders themselves became used to it. Additionally, companies
founded in the last decade are more likely to be flexible: 90% of firms founded since 2011 offer
work location flexibility in some form (How Flexible Are US Firms Today? New Flex Index
Insights - Flex0S). This generational difference shows how remote work is now ingrained in
modern business DNA.

Remote Work Adoption by Industry (Recap): We've covered industry differences in detail, but to
benchmark: tech leads (~97% flexible companies), followed by sectors like insurance, media,
telecom (all 85-95% offering flexibility) (2024 Data Reveals Hybrid Work Is Now The Leading
Work Environment In The U.S.). Even heavily regulated or traditionally conservative industries
like finance (~88% offer flexibility) and healthcare (most hospitals now have some remote roles)
have high adoption (2024 Data Reveals Hybrid Work Is Now The Leading Work Environment In
The U.S.). The industries lagging behind (in terms of companies requiring full office) are those
with frontline work: food service (65% in-office), education (51% in-office), hospitality (48%),
retail/apparel (40%), manufacturing/logistics (40%) (2024 Data Reveals Hybrid Work Is Now The
Leading Work Environment In The U.S.). But even in those, a significant minority of companies
have flexible options as explained. Geography-wise, companies in major urban areas and
coastal tech hubs have more aggressive remote policies than those in smaller cities or regions
with less infrastructure for remote work. For instance, states like California, New York,
Massachusetts have among the highest rates of companies with hybrid arrangements
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(Massachusetts ~91% flexible) (2024 Data Reveals Hybrid Work Is Now The Leading Work

Environment In The U.S.), whereas some Southern states have more firms expecting on-site (but
even there, majority still offer flexibility) (2024 Data Reveals Hybrid Work Is Now The Leading
Work Environment In The U.S.). This can guide companies in benchmarking against peers in

their region or industry — e.g., a manufacturing firm might compare itself to the stat that 60% of
manufacturing firms offer hybrid for some roles, to see if they are ahead or behind the curve.

Case Studies and Leading Practices: Many large enterprises have shared their approaches to
making hybrid work successful, and these examples serve as useful case studies:

Microsoft: Microsoft has embraced hybrid work for its massive workforce (over 180,000
employees). They developed a detailed hybrid workplace guide for managers and
employees. One of their practices is to encourage a team-by-team agreement on how
hybrid will work — each team discusses and sets norms (like which days to meet in
person, core collaboration hours, etc.), creating buy-in. Microsoft also invested in
research (Work Trend Index) to understand employee sentiment continuously,
demonstrating data-driven adaptation. A key best practice from Microsoft’s experience
is combating “productivity paranoia” by shifting to outcome-based evaluations (Why
Managers and Employees Can't Agree on How Much Work |s ...). Managers are trained to
trust employees and not over-monitor, which has helped maintain high engagement.
Microsoft also redesigned many of its offices into more collaboration spaces and fewer
individual offices, acknowledging that focused work can be done at home.

Salesforce: Salesforce initially planned for a large new campus (“Salesforce Tower”) but
post-pandemic reimagined its work style as “Success from Anywhere.” They adopted a
flex policy where most employees only come in 1-3 days per week and can live
anywhere in the country (with some adjustments). Salesforce implemented reservation
systems for desks and emphasized that in-person days are for team collaboration or
client meetings. They also kept a strong culture via their digital platform (Chatter) and by
frequent all-hands meetings streamed to everyone. An interesting practice is that
Salesforce’s “async week” — an initiative where one week a month they try to minimize
meetings to allow deep focus — stemmed from remote work learnings. The company
reports sustained strong performance and even higher employee satisfaction after these
changes.

IBM: IBM was historically a pioneer in remote work but infamously pulled many remote
workers back to offices in 2017. Come 2020, IBM (like everyone) had to return to remote.
Since then, IBM has adopted a hybrid approach, but what’s notable is their emphasis on
re-skilling managers. IBM launched training for its people managers specifically on how
to manage remote teams effectively — focusing on outcomes, checking in on well-being,
and fostering inclusion for remote members. IBM also leverages its own collaboration
tools and Al (like Watson) to facilitate knowledge sharing in a hybrid environment. The
lesson from IBM is that policies can change with business needs; they appear to have
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found a middle ground after the pandemic, blending remote and office work to suit
clients and employees.

e Automattic (WordPress): Automattic has about 2,000 employees and has been fully
distributed (fully remote) since its founding. They are a case study in making 100%
remote work at scale. They have no formal offices (only optional coworking stipend) and
employees in dozens of countries. Key practices include: a heavy writing culture (they
document everything in internal blogs and wikis to keep everyone informed
asynchronously), flexible schedules with an overlap period for real-time collaboration,
and regular company meetups (pre-pandemic they brought everyone together annually
for a grand meetup to strengthen personal bonds). Automattic demonstrates that with
the right culture — one that values trust, communication, and results — a company can
thrive without any office. Many companies have drawn inspiration from such all-remote
companies to inform their hybrid strategies (especially regarding documentation and
asynchronous communication).

e Goldman Sachs vs. Citigroup (contrast): In finance, Goldman took a hard line urging
people back, while Citigroup’s CEO declared the company would remain hybrid and even
banned internal video calls on Fridays to combat burnout. The outcomes have been
watched industry-wide. Goldman reportedly got most people back in seats, but also
faced some employee grumbling and potentially lost a few folks to more flexible
competitors. Citigroup, meanwhile, has been praised for a more progressive stance,
using flexibility as a talent attraction advantage on Wall Street. The best practice here is
understanding your workforce: Citi realized that rigid policies might push talent to
fintechs or tech firms, so they chose a balanced approach. They also measure
performance carefully to ensure hybrid isn’t hurting client service.

e HubSpot: HubSpot, a marketing software company (~5,000 employees), introduced a
“choose your own adventure” hybrid model. Employees can choose one of three tracks:
@office (work from office 3+ days/week), @flex (1-2 days/week in office), or @home
(remote except for occasional events). They let employees reassess their choice
annually. HubSpot then tailored management and perks to each group (for example,
@home get a stipend for home office). This flexible, personalized system is a best
practice in giving employees agency. HubSpot found that roughly 70% chose flex, 20%
home, 10% office in the first iteration. By allowing choice, they saw high employee
satisfaction scores and were able to hire great people far from their HQ in Boston. The
takeaway: one size may not fit all, so giving options (within some constraints) can work
well.

Best Practices for Hybrid Work: From these case studies and others, several best practices
have emerged that leading enterprises use:



Clear Hybrid Work Policies: Successful companies define what “hybrid” means for them.
Whether it's certain days in office or a minimum/maximum number of days, clarity helps
avoid confusion and resentment. Policies also clarify eligibility (some roles might be
fully remote, others need to be on-site), so employees know where they stand.
Importantly, flexibility is often left in the hands of teams or individuals to fine-tune within
guidelines.

Employee Involvement in Policy Design: A noteworthy insight is that involving
employees in shaping remote work arrangements boosts acceptance. Yet currently only
11% of employees say their team had input in setting their hybrid work policies (42
Hybrid Work Statistics: 2025 Preferences & Productivity). Companies can improve this
by soliciting feedback and adjusting policies accordingly. Those that have done so — via
regular surveys or forming employee advisory groups — find higher fairness perceptions
and better outcomes. It makes employees feel heard and results in policies that account
for on-the-ground realities.

Focus on Outcomes and Performance Metrics: Leading organizations have updated
how they measure performance. They rely less on seeing someone at their desk and
more on key deliverables and results. This might mean setting clearer OKRs (Objectives
and Key Results) or more frequent one-on-one check-ins to discuss progress. The
mantra is to “lead with trust” — assume employees want to do well and give them
support, rather than assume slacking and impose harsh monitoring. Managers in these
organizations get training on how to manage by objectives, give feedback remotely, and
recognize good work that might not be visible day-to-day.

Intentional Communication and Meetings: Best-practice companies are deliberate in
how they communicate. They make information accessible remotely by default: e.g.,
turning on captions and recording important meetings for those in other time zones,
documenting decisions in shared platforms, and ensuring transparency. They also try to
prevent meeting overload by defining which meetings are truly needed and encouraging
asynchronous collaboration when possible (for instance, co-authoring a document in
SharePoint or Google Docs can replace a status meeting). When meetings happen, they
follow hybrid-friendly etiquette: if one participant is remote, often everyone joins the
video call separately (even if some are in office) so that everyone is on equal footing with
their own tile — this avoids remote folks feeling like second-class participants.

Culture and Inclusion Initiatives: Companies succeeding with remote work haven't left
culture to chance. They actively create virtual social events (trivia nights, virtual coffees),
and when safe, they invest in bringing people together periodically to strengthen
relationships. They celebrate wins publicly on digital channels (e.g., a Slack kudos
channel or virtual town hall shout-outs). They train leaders to be inclusive of remote
members — simple practices like at the start of meetings doing a quick round of
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check-ins to hear everyone’s voice, or ensuring remote employees are not consistently
given less desirable tasks compared to in-office teams. They are mindful of “proximity
bias” - the tendency to favor those seen in person — and counteract it through
awareness and fair processes (like calibration in performance reviews to ensure remote
folks are evaluated fairly).

e Office Space Reimagining: Many leading firms have reconfigured office spaces for the
hybrid era. They are creating more collaborative spaces (huddle rooms, lounges) and
fewer assigned cubicles. The concept of hot-desking or hoteling is widespread -
employees reserve a desk when they plan to be in. Companies are also upgrading A/V in
conference rooms as mentioned, and even experimenting with new layouts like “team
neighborhoods” where a team can sit together on their in-office days, reinforcing team
cohesion. Some are downsizing to smaller offices but in multiple locations to reduce
commute burden — e.g., having several satellite offices in suburbs rather than one central
HQ, so employees can choose where to go if they want an office environment, which is a
strategy to support hybrid and cut commute stress.

e Technology and Support: Best practice is to make sure employees have the tools to
succeed remotely. This includes providing necessary hardware, a stipend for internet or
ergonomic equipment, and robust IT support remotely (extended helpdesk hours,
perhaps dedicated chat support channels). Some companies even supply things like ring
lights or quality webcams to ensure professionalism on video calls. Security best
practices are enforced but in a user-friendly way (like single sign-on and password
managers to help employees manage secure logins easily). Essentially, leading
companies treat remote worker setups with the same importance as in-office setups.

e Continuous Feedback and Iteration: The most successful enterprises treat the shift to
hybrid work as an ongoing journey. They regularly pulse survey their workforce to check
what's working and what isn’t (e.g., “Do you feel included in meetings?” or “Are you able
to unplug after work?”). Based on feedback and outcomes data (productivity metrics,
attrition rates, etc.), they tweak their policies. For instance, if
Tuesday/Wednesday/Thursday in-office is too rigid or causing mid-week congestion,
they might loosen it. If fully remote new hires are ramping slower, they might create a
buddy system or require an initial training week on-site. This agile approach - listen,
learn, adapt — has been crucial because hybrid work is still relatively new and each
company might find different equilibrium.

Recommendations for Companies Navigating Remote Work in 2025: (We will detail this in the
next section, summarizing actionable insights drawn from all of the above.)



Recommendations for Navigating the Evolving Remote Work
Landscape

As we have seen, remote and hybrid work are now entrenched in how business gets done, but
success requires deliberate management and adaptation. Based on the trends, data, and best
practices discussed, here are actionable insights and recommendations for companies as they
refine their remote work strategies in 2025 and beyond:

Embrace Flexibility as a Core Strategy: Companies should recognize that flexible work is
not a temporary perk but a long-term strategic imperative for attracting and retaining
talent. Leadership should explicitly make flexibility part of the company’s employee value
proposition. This means continuing to offer remote or hybrid options for roles that can
support it. Businesses that “refuse to adapt to flexible work risk losing talent to
competitors that offer better options,” as evidenced by the high percentage of job
seekers favoring remote/hybrid roles (42 Hybrid Work Statistics: 2025 Preferences &
Productivity). The recommendation is to adopt a flexibility policy that aligns with your
industry norms (or slightly exceeds them to stand out) while still meeting business
needs. For example, if your peers mostly require 4 days in office, offering 2-3 days could
give you an edge in hiring.

Define Clear Remote/Hybrid Work Policies: Don't leave employees in the dark about
expectations. Develop clear, documented policies on who can work remotely, how often,
and any on-site requirements. Engage employees and managers in crafting these
policies to ensure buy-in and practicality. If possible, allow some choice or variations by
role/team, within a consistent framework (like HubSpot’'s model of letting employees
choose an “office/flex/home” track). Having clarity will prevent confusion and conflict,
and it sets a baseline of fairness. It also helps in managing any legal considerations (by
setting proper agreements for remote workers, covering expense reimbursements per
local laws, and so on).

Invest in Technology and Tools Continually: Ensure your organization’s technology stack
fully supports remote collaboration, and keep upgrading it. Provide employees with the
hardware and software they need at home - this is an investment in productivity and
security. Use modern collaboration platforms and integrate them (for instance, linking
project management tools with chat apps, so nothing falls through the cracks). Pay
special attention to your meeting technology; if hybrid meetings often have technical
hiccups, invest in better solutions so that remote participants can fully engage. Also,
explore new tools like Al assistants that can lighten employees’ workloads (for example,
automatic meeting notes or Al scheduling). Technology should also be leveraged to
monitor outcomes not activity — e.g., use project dashboards and data analytics to track
progress instead of surveilling employees’ every click. This aligns with building trust.
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Fortify Cybersecurity for Distributed Work: With remote work here to stay, double down
on security measures. Ensure multi-factor authentication is in place company-wide. Train
employees regularly on phishing and safe computing practices, as human error accounts
for a large majority of breaches. Implement appropriate controls on devices: if you have
a bring-your-own-device environment, use endpoint management and encryption to
protect data (remember that 92% of remote employees use personal devices for work
(Top Remote Work Security Risks Every Organization Should Know | Lookout), so
address that with clear BYOD policies or supplying devices). Keep software and VPNs
updated, and consider moving to zero-trust network architectures to mitigate risks of
home network insecurity. Given that 84% of orgs increased cyber investments due to
remote work (Protecting Your Remote Workforce: Key Cybersecurity Challenges &
Solutions), companies should budget accordingly — skimping on security could prove far
more costly in the event of a breach. It's also wise to have an incident response plan that
considers remote scenarios (e.g., how to issue a patch rapidly to thousands of remote
PCs if needed).

Train Managers and Leaders for Hybrid Management: Managing remote teams requires
a shift in mindset and skills. Provide training and resources for managers on topics like:
maintaining team cohesion remotely, evaluating performance based on outcomes,
scheduling effectively across time zones, and identifying and supporting struggling team
members you don't see in person. Encourage managers to have regular 1:1 check-ins
that include not just task updates but also personal well-being chats - this helps fill the
gap of not seeing someone’s stress in the office. Also train them to fight proximity bias
by consciously ensuring remote members are heard and considered for
promotions/opportunities. As the SHRM survey indicated, many executives see culture
and communication as challenges (Top Remote Work Challenges in 2023), so equip your
leaders with strategies to address those (like running inclusive meetings, organizing
occasional team meetups, etc.). A well-trained manager can make the difference
between a thriving remote team and a disengaged one.

Foster an Inclusive, Engaging Culture: It's crucial to be intentional about culture in a
hybrid environment. This means creating routines and events that bring people together
both virtually and in-person. Regular virtual all-hands meetings, with Q&A and
shout-outs, keep everyone aligned. Virtual social events (from casual coffee chats to
online games) can help maintain personal connections. When possible, budget for
periodic in-person gatherings: even once or twice a year bringing teams together can
significantly strengthen relationships and company loyalty. During office days, encourage
activities that reinforce culture — maybe host a team lunch or an after-work social to
make office time feel special and bonding (not just sitting on Zoom from a different
chair). Solicit input from employees on what cultural activities they value — some might
want professional development workshops, others might want fun events. The key is to
make people feel they are part of something larger than their individual remote
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workstation. Reinforce company values in communications and recognize behaviors
that exemplify them, whether done remotely or in person.

Support Employee Well-Being and Work-Life Balance: Recognize the potential for
burnout or overwork in a remote setting and take proactive measures. Encourage
employees to set boundaries — maybe implement policies such as “no internal emails
after hours” or set expectations that responses aren't expected at night. Some
companies have instituted “focus days” with no meetings, which can help reduce Zoom
fatigue. Make sure to promote use of vacation days (remote workers sometimes take
fewer vacations, feeling they can work from anywhere — but real downtime is important).
Provide mental health resources and ensure your Employee Assistance Programs are
well publicized. Also consider offering stipends or partnerships for co-working spaces
for employees who may want a change of scenery occasionally - this can help those
who feel cabin fever at home. Ultimately, a workforce that has healthy work-life balance
will be more engaged and productive. Since **50% of employees are “splitters” and 50%
“blenders” in work style ( The Post-Pandemic Workplace: The Experiment Continues ),
allow individuals to find the rhythm that suits them and support each style (within
reason). This could mean allowing flexible hours as long as core collaboration times are
met.

Reimagine and Optimize Physical Office Use: Accept that the role of the office has
changed. Optimize your real estate for what it's now meant for: in-person collaboration,
teamwork, and client engagement. This could mean redesigning layouts to have more
meeting rooms, open collaboration areas, and fewer assigned desks. Implement a
convenient desk booking system if you haven't already, to make office visits smooth.
Ensure the office is equipped with excellent connectivity and tools so that it's actually a
superior experience to work from there when people come in (if the office has poor video
call equipment or slow internet, people will rightfully avoid it). By making the office a
place people want to go for certain activities, you'll get better voluntary attendance on
collaboration days. Also communicate clearly the purpose of office days - e.g.,
“Wednesday is team collaboration day — we do brainstorms, client dry-runs, and team
building when we're together” — so those days are used effectively and don't feel like a
waste of a commute. If your data shows certain office spaces are underutilized, consider
downsizing or repurposing them to save costs (some companies have sub-leased floors
or converted areas into experience centers or training centers that employees can
benefit from occasionally). Align your real estate strategy with your hybrid work strategy
so they support each other.

Leverage Data and Iterate: Treat the shift to hybrid as an ongoing improvement process.
Collect data — both qualitative (employee feedback) and quantitative (productivity
metrics, space usage stats, etc.). For example, use pulse surveys to ask if employees
feel equally productive, connected, and supported in hybrid mode. Monitor retention and
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recruiting: if turnover spikes in a department after a policy change, investigate if
flexibility (or lack thereof) was a factor. Be willing to adjust policies based on evidence.
Perhaps you find that an optional third office day yields no added benefit and just annoys
staff — you might drop it. Or you find that fully remote new hires struggle, so you add a
requirement for new hires to spend their first week at HQ for immersion. The idea is to
stay flexible and open to change. The world will continue to evolve (who knows, future
tech or societal changes might further shift work norms), so a rigid policy set in stone in
2021 might not be optimal in 2025. The companies that do best are those that learn and
adapt quickly.

e Communicate and Set Expectations Clearly: In a hybrid environment, good
communication is the glue that holds everything together. Leaders should frequently
communicate the company’s stance on remote work, successes achieved with it, and
expectations from employees. When changes happen (like a new hybrid schedule or a
new tool being introduced), communicate the rationale, the benefits to employees, and
provide guidance. For instance, if mandating more office days, frame it around positive
goals (innovation, relationship building) and acknowledge the ask being made of
employees, possibly offering support like paid commuter benefits to ease the transition.
Transparent communication builds trust — employees may not love every policy, but if
they understand the “why” and feel their concerns were considered, they're more likely to
get on board. Make sure channels for two-way communication are open: encourage
questions and answer them honestly. Remote workers can feel out of the loop, so err on
the side of over-communicating company news and updates via multiple channels
(email, chat, intranet, virtual town halls).

In implementing these recommendations, companies should tailor them to their unique culture
and business needs. The overarching theme is to treat remote/hybrid work as a long-term
operating model that requires care and feeding, just like any critical system in the business.
Those organizations that proactively refine their approach, invest in their people and tech, and
foster a culture of trust and inclusion will find that remote work is not a hindrance but rather a
competitive advantage. As one Stanford survey highlighted, the vast majority of companies with
hybrid arrangements plan to keep them in place (Survey indicates work-from-home is here to
stay | Stanford Report) - the experiment has, on the whole, been successful. By following the
insights and best practices above, companies can navigate the evolving landscape of work in
2025 with confidence, reaping the benefits of a more agile, employee-friendly, and digitally
enabled workplace.
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