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Project summary

WinWin4Worklife (WW4WL) envisions to enable healthy, inclusive and sustainable
remote working arrangements (RWA) in Europe by combining employer and employee
perspectives into a single framework. The project has five key objectives and outcomes:

1) To gain an interdisciplinary understanding of how the private and work spheres
interact when working remotely;

2) To assess which living and working conditions ensure a healthy work-life balance
in RWA for both men and women living in urban, rural, and cross-border areas;

3) To develop forecasting models of the impacts of different scenarios of RWA on
mobility, land use, air quality, noise and health;

4) To enhance knowledge on the role of culture, regional context and welfare
systems in the uptake of RWA by employees and employers; and

5) To develop a comprehensive set of evidence-based spatial policies for a
sustainable implementation of RWA, based on co-creation processes with
stakeholders and citizens.

To do so, WinWin4WorkLife will collect novel and comprehensive data in 5 European
countries (DE, Fl, LU, PT, SK), selected to represent different welfare systems, housing
and labour markets, and cultural norms towards remote work.

Data collection consists of an employer survey focused on organizational support for
RWA, impacts on skills retention and productivity, and intentions to relocate; and an
employee survey complemented by interviews and a time use app covering employee
circumstances, gendered RWA experiences, impacts on work-life balance and mental
health, as well as residential or job relocation, and social security and taxation issues. This
guantitative and qualitative data will feed custom-made spatial forecasting models to
assess wider urban/rural regeneration, environmental and health impacts.

Close and continuous engagement with planning, policy, business, and institutional
stakeholders will ensure concrete and context-sensitive policy actions and measures for
the sustainable uptake of RWA in Europe.
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Executive summary

This policy brief examines how employers across Europe adopt and perceive remote
work, drawing on one of the largest employer surveys conducted on this topic. Based on
responses from more than 6,000 organisations in Germany, Finland, Luxembourg,
Portugal and Slovakia, it provides new insights into the organisational factors that shape
access to remote work.

A key finding is that job compatibility alone does not determine whether employees
can work remotely. Even where employees perform remote-work-compatible tasks,
many organisations do not authorise remote work. This highlights the importance of
organisational decision-making alongside the nature of employees’ job tasks. The
findings further show that employers already offering remote work generally perceive
remote work more positively than organisations that do not authorise remote work,
while employers expect hybrid work to remain a lasting feature of work organisation
rather than a temporary response to the COVID-19 pandemic.

These results have important implications for European and national policy. Rather than
promoting remote work as an objective in itself, policies should support organisations in
making informed decisions about whether and how remote work can be implemented
successfully within their organisational context. Practical guidance, organisational
learning and the exchange of good practices can help organisations where remote-
work-compatible jobs exist but remote work has not yet been adopted. At the same
time, policy frameworks should remain sufficiently flexible to recognise the diversity of
organisational contexts, sectors and occupations across Europe.
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REMOTE WORK IN EUROPE: Why organisational choices matter
as much as job compatibility

New evidence from + 6,000 employers across five European countries

1. Introduction

Five years after COVID-19 transformed how Europeans work, remote work remains high
on the European policy agenda. Decisions about where and how people work
increasingly affect labour market participation, firms' ability to attract and retain talent,
employee well-being, commuting patterns, digitalisation and the use of office space. As
the European Union seeks to build an economy that works for people while accelerating
the digital transition, understanding how organisations adopt remote work has become
an important policy challenge.

While some organisations have embraced hybrid work, others increasingly encourage
employees to return to the office. Public debate often assumes that remote work simply
depends on whether jobs can technically be performed remotely away from the
workplace. Our findings suggest a more nuanced reality. Drawing on one of the largest
employer surveys conducted in Europe, covering more than 6,000 organisations in
Germany, Finland, Luxembourg, Portugal and Slovakia, this policy brief shows that
remote work depends not only on job characteristics but also on organisational choices.
Even where employees perform tasks that could be carried out remotely, employers do
not always choose to authorise remote work.

This distinction matters because it identifies organizational readiness, and not only
technological feasibility, as an important entry point for future European labour market,
digitalization and regional policies.

¢ Remote work remains widespread but unevenly distributed. Adoption varies
Mmore across countries, sectors and company sizes than across urban and non-urban
locations.

e Job compatibility alone does not determine access to remote work.
Organisational decisions matter alongside the nature of employees’ work.

e Employers worry more about organizational functioning than employee
performance. Communication, coordination and teamwork are perceived as
greater challenges than productivity, creativity or innovation.

Deliverable D8.2 7



e Experience shapes perceptions. Employers already offering remote work
consistently report more positive perceptions, highlighting the importance of
organisational learning.

Most research on remote work asks who works remotely. WinWin4WorkLife instead asks
why organisations choose to offer remote work.

Rather than simply asking whether employers offer remote work or not, we distinguish
between three types of organisations (Figure 1):

e organisations where employees’ primary tasks could not be performed remotely;

e organisations where such tasks could be performed remotely, at least to some
extent, but remote work is hot authorised; and

e organisations where such tasks can be performed remotely and remote work is
authorised.

This seemingly simple distinction reveals a more nuanced picture of remote work
adoption in Europe. It provides useful insights into job compatibility versus
organizational willingness to adopt remote work.

Please estimata the share of employees in
Q1. vour astablishment whose primary job tasks

could be performad remotaly,

at least to some extent.

1-100%

Does your establishrment allow at least
Q2. some employees towork remotely at least
a part of their working hours.

No Yes
Group 2
Group 1 ’ ible i Group 3
P Remote-work-compatible jobs D ok D]
=, Remote work not feasible = but remote work not authorised =
® No employees have job tasks a Some job tasks could be ;g:&i#gg&?z&iéﬁeﬂd =

that CIOL‘J\d be performed performed remotely, and rermote work is
rermotely. but remote work is not authorised for employees

authorised for employees

Figure I: How WinWin4WorkLife classifies employers into three groups
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2. Key results

One important finding of the WinWin4WorkLife employer survey is that the job
compatibility alone cannot explain whether organisations offer remote work.

Across the five countries combined, around half of employers report that their
employees perform job tasks that can be carried out remotely, at least to some extent,
and that remote work is authorised within their organisation (Figure 2). However, behind
this overall figure, lies substantial variation between countries, sectors and company size.

All cambined

DE

FI
LU
PT
SK

By country

Manufacturing

ICT

Financial services
Professional services
Cthers

By sector

Small
Medium
Large

By size
”l '|‘ ‘|.-| |”I| |

Urban
Suburban
Rural

By
location

10% 20% 30% 40% 50% c0% 70% 80% 90% 100%

o
ES

B Remote work not feasible " Remote-work-compatible jobs but not authorised = Remote work authorised

Note: Sector labels refer to NACE Rev. 2 sections. "Professional services" corresponds to NACE Section M (Professional,
Scientific and Technical Activities), "Financial services" to NACE Section K (Financial and Insurance Activities), “ICT” to
NACE Section J (Information & Communication), and “Manufacturing” to NACE Section C (Manufacturing).

Figure 2: Country, sector and company size explain more variation in remote work adoption across
organisations than location
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More strikingly, a substantial number of employers indicate their organisations have
remote-work-compatible jobs while not authorising remote work. This demonstrates
that the nature of employees’ work does not, by itself, determine access to remote work.
Organisational decisions clearly matter alongside job characteristics.

This distinction is highly relevant for policy. It demonstrates that remote work depends
on two conditions. The first concerns whether employees’ job tasks can technically be
performed remotely. The second concerns whether employers choose to authorise
remote work for those employees. While the first condition is largely determined by the
nature of the work itself, the second reflects organisational choices.

Figure 2 shows that these organisational choices differ considerably across Europe.
Differences are particularly pronounced across countries, sectors and company size,
whereas urban, suburban and rural organisations display much more similar levels of
remote work adoption.

These findings suggest that policies should move beyond asking which jobs are
compatible with remote work and instead consider why organisations facing similar
job characteristics make different organisational choices.

The previous section showed that organisations with remote-work-compatible jobs
do not always make the same decisions about remote work. An important question
is whether these organisations also perceive remote work differently. Our findings
suggest they do.

Employers generally recognise important benefits of remote work. Across the five
participating countries, they most frequently associate remote work with higher
employee well-being, greater job satisfaction and improved employee retention (Figure
3). By contrast, their main concerns relate to how organisations function rather than
how employees perform. Communication, coordination and teamwork emerge as the
most frequently perceived challenges, whereas opinions about productivity and
innovation are considerably more divided.

Deliverable D8.2 10



Job satisfaction®

Mental health and well-being
Job-related stress*

Office space needs

Retention of employees
Operational costs

Productivity*

Creativity/Innovation*

Workplace attachment
Administrative burden

Training participaticn of employees
Coordination/communication & tearmwork
Effort of monitoring employees

0% 10% 20% 30% 40% 50% 0% 70% 80% 90% 100%

no answer disadvantage neutral advantage

Note: For most items, the survey question was formulated as “To what extent do you perceive the following aspects as
disadvantages or advantages of remote work?” on a scale from 1 = strong disadvantage to 5 = strong advantage. For
items with * the survey question was formulated differently as “Are employees less or more ... when they work remotely
roughly two days a week as compared to working on-site their entire working time?” on a scale from 1= much less to 5
= much more.

Figure 3: Employers associate remote work with employee well-being but express concerns about
organisational functioning

Looking only at these average perceptions, however, hides an important finding.

Employers that already authorise remote work consistently report more positive
perceptions than those that do not. They are more likely to associate remote work with
better employee well-being, stronger retention and even improved productivity and
innovation. At the other end of the spectrum, employers whose activities are not
compatible with remote work express the most sceptical views.

Perhaps most interesting is the intermediate group: organisations where employees
perform remote-work-compatible tasks, but where remote work is nevertheless not
authorised. Their perceptions are neither as positive as employers already offering
remote work nor as negative as organisations where remote work is simply not feasible.
This suggests that they should not be viewed as employers fundamentally opposed to
remote work, but rather as organisations that may still be evaluating how remote work
fits their own organisational context.
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Although the survey cannot determine whether experience changes employers'
perceptions or whether organisations with more positive attitudes are simply more likely
to adopt remote work, the findings point to a potential association between experience
and perception.

The previous sections showed that employers differ systematically in how they
adopt and perceive remote work. An obvious question is whether these differences
translate into different expectations about the future. Among organisations that
currently authorise remote work, the answer is clear: employers do not anticipate a
return to pre-pandemic working patterns.

Figure 4 compares employers' estimates of the share of employees working remotely at
least one day per week before the COVID-19 pandemic (2019), at the time of the survey,
and five years into the future. Together, these estimates point to a clear structural shift
rather than a temporary change.

Past

Today

Future

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
H 0% 1-33% MW 34-66% 67% or more

Note: Categories indicate the share of employees within each organisation who work remotely at least one day per
week (0%, 1-33%, 34-66%, 67% or more).

Figure 4 Employers that currently authorise remote work expect hybrid working to remain a lasting
feature of work organisation
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Before the pandemic, more than four out of ten employers that currently authorise
remote work reported that none of their employees worked remotely on a regular basis.
By the time of the survey, this proportion had more than halved, and employers expect
it to decline slightly further over the coming five years. At the same time, the share of
organisations where more than two-thirds of employees work remotely at least one day
per week has almost tripled compared with the pre-pandemic situation and is expected
to remain broadly stable. For organisations that already authorise remote work, hybrid
work has therefore become part of everyday work organisation rather than an
exceptional arrangement.

Importantly, these findings refer to the share of employees working remotely at least
one day per week, rather than to how frequently those employees really work remotely.
Additional survey evidence suggests that remote work is most often organized as a
hybrid arrangement. Organisations that authorise remote work are much more likely to
report having employees who typically work remotely one or two days per week than
employees who work remotely full-time. Taken together, these findings suggest that
employers primarily view remote work as a complement to office-based work rather
than as a replacement for it.

Will organisations that currently do not authorise remote work change their
policies?

The results presented above focus on organisations where remote work is already
authorised. An equally important question is whether organisations that currently do not
allow remote work expect their policies to change over the coming years. This group
deserves particular attention because it includes employers whose employees perform
remote-work-compatible tasks but who nevertheless choose not to authorise remote
work.

Among these organisations, expectations are more cautious than among organisations
that already allow remote work. Around half of these employers do not expect any of
their employees to work remotely over the next five years. The remaining organisations
do expect some degree of remote work to emerge, although most foresee only a limited
uptake of remote work rather than a widespread introduction across their workforce.
This suggests that organisational choices are likely to evolve only gradually, even where
remote-work-compatible jobs already exist.

Whether these expectations will ultimately translate into a broader uptake of remote
work beyond organisations that already authorise it remains an open question. However,
the findings clearly show that future changes will depend not only on job characteristics,
but also on organisations' willingness and capacity to adopt remote work. This provides
an important starting point for future policy.

Deliverable D8.2 13



3. Policy implications: from job compatibility to organisational
readiness

The findings presented in this policy brief suggest that the future of remote work will
depend not only on whether employees perform remote-work-compatible tasks, but
also on whether organisations are willing and prepared to organise remote work
effectively. Policies should therefore move beyond asking where remote work is
possible and increasingly focus on how organisations can make informed decisions
about when and how remote work can be implemented successfully. Policy should
therefore support informed decision-making rather than promoting remote work as an
objective in itself.

Importantly, these findings do not imply that remote work should be expanded
everywhere. Many occupations require physical presence and will continue to do so.
Instead, policy efforts should primarily focus on organisations where employees perform
remote-work-compatible tasks but remote work is not currently authorised. These
organisations represent the greatest opportunity for future organisational change.
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Table I. Overview of policy recommendations

EU level
Promote evidence-based
organisational learning

The European Commission can
facilitate the exchange of evidence and
good practices on hybrid work
organisation, commmunication,
coordination and management of
hybrid teams. Rather than promoting a
single model of remote work, European
initiatives should help organisations
evaluate which forms of remote work
best fit their organisational context.

Member States
Support organisations where remote work
remains underused

National policies should prioritize organisations
where employees perform remote-work-
compatible tasks but remote work is not yet
authorised. Practical guidance, advisory
services and peer learning can help these
organisations evaluate whether remote work is
appropriate for their organisational context
and, where relevant, how it can be
implemented effectively. Because
organisational change is likely to be gradual
rather than automatic, policy support should
help organisations make informed decisions
about whether and how remote work can be
implemented in their specific organisational
context, while addressing the organisational
barriers that continue to limit wider adoption
where remote work is feasible.

Avoid one-size-fits-all workplace
policies

Large differences across countries,
sectors and organisations indicate that
no single model of remote work is
appropriate for all workplaces.
European frameworks should therefore
provide flexible frameworks that
recognise this diversity of
organisational contexts rather than
encouraging uniform workplace
policies.

Support SMEs where appropriate

Large firms are considerably more likely to
adopt remote work than SMEs. National
support programmes can help smaller firms
build the organisational capacity needed to
implement remote work where feasible.

Strengthen European’s evidence base
Remote work is increasingly becoming
an organisational rather than a purely
technological or regulatory issue.
Continued comparative research is
therefore needed to understand how
organisational practices, management
approaches and institutional contexts
shape the long-term evolution of
remote work across Europe. The
employer and employee surveys
conducted within WinWin4WorkLife
provide an important foundation for
this evidence base.

Invest in organisational capabilities
Employers' main concerns relate to
organisational functioning (including
communication, coordination and teamwork)
rather than employee productivity itself. Future
labour market policies should therefore
support organisations in developing the
managerial capabilities needed to lead hybrid
teams effectively and maintain organisational
cohesion.
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Healthy, inclusive and sustainable remote working futures as a
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