













































































BLS Current Population Survey Base Data

2025 Percent Change 2022-2025
Percent of Percent of Percent of
Teleworkers Teleworkers Teleworkers

Characteristic (Total) (All Hours)  (Some Hours)|  All Hours Some Hours
Total, 16 years and over...........ccccuuu.ee. . 22.13% 10.71% 11.42% 9.99% 40.70%
Occupation
Management, professional, and related occupal 36.65% 17.14% 19.51% 4.37% 34.08%
Management, business, and financial operation 42.86% 20.33% 22.53% 3.95% 33.04%
Professional and related occupations. . . .. 31.64% 14.57% 17.07% 3.54% 33.82%
Service occupations.......ccceeeeveeerveenns . 5.66% 3.44% 2.22% 86.78% 112.26%
Sales and office occupations................. . 24.76% 13.02% 11.75% 11.52% 52.71%
Sales and related occupations. ............ 24.04% 11.78% 12.26% 25.66% 43.35%
Office and administrative support occupations 25.39% 14.09% 11.31% 2.39% 63.40%
Natural resources, construction, and maitenand 3.60% 1.34% 2.26% 146.13% 90.70%
Farming, fishing, and forestry occupations 5.10% 3.04% 2.06% 450.45% 520.60%
Construction and extraction occupations. . 3.08% 0.63% 2.45% 59.79% 138.31%
Installation, maintenance, and repair occupatio 4.12% 2.14% 1.98% 165.14% 21.15%
Production, transportation, and material movin 3.39% 1.47% 1.91% 110.29% 152.49%
Production occupations...........c......... . 5.33% 2.79% 2.54% 159.63% 200.18%
Transportation and material moving occupation 2.12% 0.62% 1.50% 39.10% 113.24%
Industry
Agriculture and related industries............ . 12.01% 9.65% 2.37% 168.53% 44.59%
Nonagricultural industries..................... . 22.28% 10.73% 11.55% 9.14% 40.69%
Mining, quarrying, and oil and gas extraction 13.68% 6.74% 6.74% 142.53% -7.61%
ConStruction......cceceeeerreeeerieennenne . 9.44% 2.98% 6.47% 32.78% 128.93%
Manufacturing.......cccceeeveeveesveeinens . 18.88% 7.30% 11.58% -1.39% 29.66%
Wholesale and retail trade................. . 13.21% 6.40% 6.81% 4.83% 45.66%
Transportation and utilities. . ............... 10.83% 4.40% 6.44% 41.13% 21.39%
Information......ccccevevvevceeecienenen, . 46.88% 25.52% 21.33% -6.86% 18.67%
Financial activities.........ccccceevveruennen. : 52.68% 26.17% 26.52% 8.82% 35.69%
Professional and business services. . .. ... 44.93% 26.30% 18.63% 2.95% 33.92%
Education and health services. . ........... 17.08% 7.19% 9.90% 20.77% 53.00%
Leisure and hospitality.......ccccceveeee. . 8.00% 3.31% 4.69% 4.66% 44.15%
Other Services....ccovvveveeeerveeennennn . 17.28% 7.14% 10.15% 33.27% 78.09%
Public administration..........cccceeueee.. . 20.66% 7.85% 12.82% -24.01% 4.62%
Wage and salary workers, excluding incorporat 20.66% 9.69% 10.97% 5.08% 37.16%
GOVErNMENT....ceveeereerieereeeieeniens . 15.29% 5.12% 10.17% -9.56% 15.61%
Federal 16.48% 7.57% 8.92% -35.78% -30.91%
State 22.44% 7.35% 15.09% 10.81% 33.94%
Local 9.16% 2.29% 6.86% -4.82% 30.79%
Self-employed workers, unincorporated. . . 30.96% 18.48% 12.47% 35.79% 72.13%

*Data from the Bureau of Labor Statistics ‘Current Population Survey’, 2025
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Appendix D
(NW MI Teleworker Employment Estimates)

NW Region Teleworked ALL Hours (10 County Estimates)*

Industry/Teleworked ALL Hours By Year 2022 2023 2024
Agriculture and related industries 27 104 184
Mining, quarrying, and oil and gas extraction 15 13 33
Construction 178 233 346
Manufacturing 1176 1195 1231
Wholesale trade 217 245 317
Retail trade 948 797 923
Transportation and warehousing 56 85 70
Utilities 39 38 33
Information 388 403 353
Finance and insurance 1068 1036 1151
Real estate and rental and leasing 183 233 257
Professional and technical services 949 875 809
Management, administrative, and waste services 414 363 392
Educational services 72 116 71
Health care and social assistance 1024 1232 1465
Social assistance 190 248 273
Arts, entertainment, and recreation 178 134 221
Accommodation and food services 183 178 193
Other services 210 237 315

*Teleworker Employment estimates for NW Lower M| based upon BLS ratioed teleworker
data using ACS 5-Year estimate base employment numbers

'Total' Telewokers By Year (10 County Estimates for Select Industries)
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NW Region Teleworked SOME Hours (10 County Estimates)*

Industry/Teleworked SOME Hours By Year 2022 2023 2024
Agriculture and related industries 12 54 63
Mining, quarrying, and oil and gas extraction 40 17 63
Construction 225 280 539
Manufacturing 1418 1675 1870
Wholesale trade 220 260 367
Retail trade 654 676 1047
Transportation and warehousing 95 56 96
Utilities 67 64 93
Information 254 225 349
Finance and insurance 786 855 974
Real estate and rental and leasing 228 258 351
Professional and technical services 527 547 657
Management, administrative, and waste services 197 200 316
Educational services 116 142 197
Health care and social assistance 859 1124 1516
Social assistance 172 254 341
Arts, entertainment, and recreation 159 177 245
Accommodation and food services 249 257 379
Other services 223 273 452

*Teleworker Employment estimates for NW Lower M| based upon BLS ratioed teleworker

data using ACS 5-Year estimate base employment numbers

Teleworkers 'Some Hours' By Year (10 County Estimate for Select Industries)
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Estimated Workers
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NW Region Teleworked ALL Hours (10 County Estimates)*

Industry/Teleworked ALL Hours By Year 2022 2023 2024
Agriculture and related industries 27 104 184
Mining, quarrying, and oil and gas extraction 15 13 33
Construction 178 233 346
Manufacturing 1176 1195 1231
Wholesale trade 217 245 317
Retail trade 948 797 923
Transportation and warehousing 56 85 70
Utilities 39 38 33
Information 388 403 353
Finance and insurance 1068 1036 1151
Real estate and rental and leasing 183 233 257
Professional and technical services 949 875 809
Management, administrative, and waste services 414 363 392
Educational services 72 116 71
Health care and social assistance 1024 1232 1465
Social assistance 190 248 273
Arts, entertainment, and recreation 178 134 221
Accommodation and food services 183 178 193
Other services 210 237 315

*Teleworker Employment estimates for NW Lower M| based upon BLS ratioed teleworker
data using ACS 5-Year estimate base employment numbers

Teleworkers 'All Hours' By Year (10 County Estimates for Select Industries)
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NW Region Teleworkers (10 County Estimates)*

Est. Total Teleworkers

Est. People who Teleworked All Hours

Est. People who Teleworked Some Hours

Year (% of Total Population at Work) (% of Total Population at Work) (% of Total Population at Work)
2022 14,017 (13.87%) 7,517 (7.44%) 6,501 (6.44%)
2023 15,157 (15.01%) 7,764 (7.69%) 7,393 (7.32%)
2024 18,552 (18.48%) 8,636 (8.60%) 9,915 (9.88%)

*Teleworker Employment estimates for NW Lower Ml based upon BLS ratioed teleworker data using ACS 5-Year estimate base employment

numbers

Estimates of Remote Workers in NW Ml
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Appendix E
(Comprehensive Report of Existing Remote Work Research)
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WHITE PAPER ON REMOTE
WORK CHARACTERISTICS

in the United States and the State of Michigan

Remote work (also referred to as telecommuting, telework, work
from or at home, or hybrid work) is the practice of working at or
from one's home or another space rather than from an employer's
designated office or workplace. This white paper provides a review
of secondary research materials describing the history, demographics
and trends related to remote work in the United States and
Michigan, supplementing the primary research data obtained from
Networks Northwest’s 2025 remote worker online survey and focus
group meetings held in Northwest Lower Michigan.

December, 2025

> Networks
Northwest

Talent / Business / Community
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. The History of Remote Work

Remote work for large employers began on a small scale in the 1970s, when technology was developed which
could link satellite offices to downtown mainframes through dumb terminals using telephone lines as a
network bridge. It became more common in the 1990s and 2000s, facilitated by internet technologies such as
collaborative software on cloud computing and conference calling via videotelephony. In 2020, workplace
hazard controls for COVID-19 catalyzed a rapid transition to remote work for primarily white-collar workers
around the world (Wikipedia, 2025).

Figure 1 illustrates the annual change in the estimated percentage of people working primarily from home
(from the American Community Survey, or ACS), and the percentage of workdays exclusively worked from
home among full-time employees in the non-farm employment sector (from the American Time Use Survey, or
ATUS) (Wulff Pabilonia & Vernon, 2024). The data indicate a gradual increase from 2010 to 2019 for remote
work and a dramatic increase from 2019 to 2021.

Figure 1. Percentage of people working primarily from home and percentage of workdays exclusively
worked from home among full-time employees in the non-farm sector

25%
20%
15%
10%
cop  3.8% et e
Lessssssessssscense ssssesns sant” gremm— —
e ——————
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2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021
ACS —ACS—Male ——ACS-Female -:+--: ATUS

Sources: ACS and ATUS. (Wulff Pabilonia & Vernon, 2024).

Notes: The ACS measure of working from home is the percentage of full-time full-year employees who report worked from home as their
usual mode of transportation to work. The ATUS measure is the percent of workdays worked from home for full-time employees aged 25—
64 and is based on working exclusively from home on days with at least four hours of work, including weekend days. ATUS estimates are
higher because they include those who work most of their days in the office but some days at home. Estimates are weighted using survey
weights.

Remote work also increased dramatically across all major industries between 2019 and 2021 and largely
persisted after COVID-19 restrictions were lifted in 2022. Remote work participation was still higher in 2022
than its 2019 level in all industries except agriculture, forestry, fishing, and hunting (Wulff Pabilonia &
Redmond, 2024),

Nationally, high housing costs in urban areas and increased remote and hybrid work likely contributed to rural
population growth during in the first years of the COVID-19 pandemic (Butler and Leach, 2024). Population
estimates published by the U.S. Census Bureau indicate that nationally, many rural counties experienced

3
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growth between 2020 and 2023. These areas, including northern Michigan, have abundant natural amenities
and outdoor recreation features. Age estimates produced by the US Census Bureau show that most of the
growth that small towns and rural areas experienced between 2020 and 2023 was being driven by growth in
their population of 25- to 44- year-olds (Lombard, 2024). This includes all of the counties within Northwest
Lower Michigan (Figure 2).

Figure 2. Percent Change in Population Aged 25 to 44 Years, 2020 to 2023
\ o

[ Declined 0 to 2 Percent
[ ] Grew 0 to 2 Percent
[ | Grew 2 to 4 Percent
[ Grew 4 to 6 Percent
I Grew over 6 Percent

Monterrey

Source: U.S. Census Bureau, Annual Age Estimates (Lombard, 2024; reproduced with permission)

Since 2020, the way we work has undergone a revolution. Hybrid work first proved to be a necessity for many
occupations to protect public health, then it became a trend, and now some consider it to be the “norm”.
While many saw it as an opportunity for a better work-life balance - among many other benefits - others have
argued that it instead created a new set of workplace issues (Owl Labs, 2024).

With the removal of social distancing policies in 2022, employers started offering new and improved benefits
to draw employees back to the physical office. When that failed, some began forced “return to office”
mandates. Employees, on the other hand, made it clear that flexibility would be non-negotiable. The trends of
“quiet quitting” and “stealth management” appeared, with managers offering flexible work to their own
teams to retain talent, often going against company rules. In other cases, employees started to get creative.
Trends like “polyworking” and “coffee badging” emerged as employees wanted to maintain flexibility and
keep their jobs (Owl Labs, 2024).

Appendices Page 37



Il Current State of Remote Work

A. Remote Work in the United States

In the first quarter of 2024, an estimated 35.5 million people teleworked or worked at home for pay, an
increase of 5.1 million over the year. These individuals accounted for 22.9% of people at work in the first
quarter of 2024, compared to the rate of 19.6% recorded a year earlier (Borkowski & Kaynas, 2025).

SelectSoftware Reviews analyzed data from the U.S. Census Bureau’s Household Pulse Survey in 2023, which
accounts for households where someone has worked from home in the previous seven days in each U.S. state
(Figure 3). An average of 26.7% of people surveyed in the United States worked remotely at least one day a
week in 2023, compared to 25% of people surveyed in Michigan (Strazzulla, 2025).

The push and pull of return-to-office mandates remain present. Job listings are very clear on in-office
requirements. Owl Labs (2024) estimated that 27% of workers were working in a hybrid format in 2024 - up
one percentage point from 2023 - and 11% were fully remote - an increase from 7% in 2023. Most hybrid
workers work three days in the office, though only 33% said this matches their preferences.

Emerging technologies that are infusing the workplace include artificial intelligence (Al), augmented reality
(AR), and virtual reality (VR). Nearly 3 out of 4 workers (72%) have used an Al tool to aid them in performing
their jobs, with 23% saying they use it multiple times a day. The interest in telepresence and AR/VR
technologies in the workplace slightly increased from 2023, with 46% saying they were interested in these
technologies at work in 2024, compared to 44% the previous year (Owl Labs, 2024).

In 2024, employers focused on enhancing the remote and hybrid work experience by training employees and
managers to adapt. Learning and development topics included how to hold effective hybrid meetings (49% of
employees said their employers offered this) and ways to use mixed communication methods (47%). In terms
of physical changes, 69% of employers have made upgrades ranging from hiring IT staff (28%), upgrading
meeting technology (24%), and increasing office space (23%) (Owl Labs, 2024).

B. Remote Work in Michigan

Aggregated reports of the U.S. Census Bureau’s Household Pulse Survey indicate that 24.05% of Michigan
workers worked remotely at least one day in the past seven days (Strazzulla, 2025).

Data from the American Society of Employers’ 2025 Remote Work Pulse Survey indicate similar trends for
remote work in Michigan. Hybrid work continues to be the dominant remote work model among Michigan
employers. While many organizations continue to offer flexible work schedules with several remote days per
week, more employers are increasing their in-office requirements. In 2025, 48.2% of organizations report
offering formal remote work options for all or part of their workforce. This is a decline from 66% reported in a
similar 2023 survey, but it remains the most common long-term approach.

The share of employers allowing “as-needed” or “on-demand” remote work rose from 26% in 2023 to 38.9%
in 2025, suggesting a growing preference for informal flexibility. The proportion of “remote-first”
organizations remained stable —4% in 2023 and 4.7% in 2025. Approximately 8.3% of other companies
continue to follow other unique remote work approaches.
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C. Employee Preferences

Job seekers highly value having autonomy over where and when they
work. “Flexible work” is an arrangement where an employee can
choose what time they begin to work, where to work, and when they
will stop work. The 2022 American Opportunity Survey indicates that a
majority (87%) of respondents said that if offered the chance to work
flexibly, they would take it. This preference was found to be
widespread across demographics, occupations, and geographies (Dua,
Ellingrud, Kirschner, Kwok, Luby, Palter & Pemberton, 2022).

Flexibility has moved from being a nice-to-have perk to a must-have,
allowing workers to better manage stress and balance work and life
activities. This growing preference remains strong despite rising job
insecurity, and marks flexibility as a form of psychological and practical
safety. Employees may feel vulnerable within their current roles, but
flexible work provides a sense of agency. According to Remote’s 2025
Workforce Pulse Survey (Mantock):

o 32% of employees said they’re more interested in fully remote
jobs compared to a year ago.

e  26% report growing interest in hybrid work.

e Just 11% said they’re more interested in fully in-office jobs.

e  60% of those with flexible work arrangements would consider
taking a pay cut to keep that flexibility.

According to the 2022 American Opportunity Survey, the most common
rationale for a job hunt was a desire for more pay or hours, followed by
a search for better career opportunities and a flexible working
arrangement. When a candidate is deciding between job offers with
similar compensation, the opportunity to work flexibly can become the
deciding factor (Dua et al., 2022).

If employees are required to work full- or part-time from a designated
office, they are now looking for more meaningful benefits and physical
spaces that enable them to do their best work. In 2024, 91% of workers
said they can be convinced to go into the office if the right benefits are
in place (down slightly from 94% in 2023). These include greater
compensation (41%), a shorter commute (28%), elimination of dress
codes (23%), office setups with greater privacy (23%), better
technology (18%), and more meeting rooms (14%) (Owl Labs, 2024).

Additionally, 22% of hybrid workers said that if they were no longer
allowed to work remotely or hybrid, they would expect a pay increase
to make up for the additional costs incurred for commuting and
food/beverage purchases. The pay adjustments could go the other
way, too — nearly 1 in 5 workers (19%) said they would give up 10% of
their annual income for a 4-day work week, flexible working hours, or a
better health insurance plan (Owl Labs, 2024).

“HAGGERTY SHIFTS TO
HYBRID WORK MODEL
FOR TRAVERSE CITY
EMPLOYEES”

www.upnorthlive.com
by Maryjane Glynn
Wed, November 5, 2025

Hagerty, an insurance
company in Traverse City, is
transitioning from a remote-
first work-from-home model
to a "WorkForward" hybrid
approach.

Approximately 500 employees,
known as One Team Hagerty
members, residing in the
Grand Traverse region will
work from the main Hagerty
campus in downtown Traverse
City three days a week.

The WorkForward model aims
to enhance employee
connection and collaboration.

Collette Champagne, Hagerty's
chief human resources and
chief administrative officer,
stated, "Remote work remains
a vital part of how we operate,
but in our most recent internal
survey, one clear theme
emerged: relationships
matter, and meeting in person
a few times a year wasn’t
enough. When we’re
connected, we work faster,
simpler, and more
integrated."

The hybrid approach is set to
be implemented in late first
quarter 2026.
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The Top Benefits of Remote Work

Top benefits of working from home (Aksoy, C., Barrero, Bloom, Davis, Dolls & Zarate, 2023).
e No commute (59.65%)*
e Save on gas & lunch costs (43.84%)?
e  Flexibility over when | work (41.93%)
e Less time getting ready for work (38%)
e Individual quiet time (35.27%)
e Spending more time with family and friends (28.55%)
e Fewer meetings (9.62%)
e  Other (2.08%)

Top health benefits of working from home (Howington, 2023):
e Less burnout (36%)
e Healthier food choices (35%)3
e Reduced anxiety & depression (34%)
e Improved overall mental health (33%)
e Improved sleep (32%)
e Increased exercise (30%)*
e Improved overall physical health (28%)
e Improved personal relationships (23%)

D. Challenges

The cultural narrative around work is changing. Workers have begun to question the concept of “the way it’s
always been” and haven’t been afraid to share these sentiments. In 2024, #WorkTok flourished as work-
related TikToks gained popularity, and over 1 in 3 workers (34%) have posted negatively about their jobs or
employers on social media. Half of employees believe their employer is requiring them to work from the office
to fill empty real estate. And half say lack of career progression is their biggest workplace concern, followed
by not having the flexibility they want (Owl Labs, 2024). Employees are willing to quit jobs either outright, or
quietly, if their employers aren’t meeting their expectations for flexible work (Owl Labs, 2024).

The trend of coffee badging® remains popular with 44% of workers participating in this trend, and 70%
admitting they’ve been caught by their employers. New trends in 2024 included: the blend of work and social,
coined #WorkTok, WFB (Work-From-Bed; formerly known as the “sick day”), calendar blocking (protecting

1 Supporting data comes from Owl Labs’ 2024 State of Hybrid Work report: 85% of workers surveyed were commuting up to 45 minutes —
just one way. Almost 3 in 4 (74%) said they would be more productive at their jobs without a commute, and 28% of respondents said they
would be more inclined to go to the office if they had a shorter journey.

2 Workers are still paying substantially more each day they go to the office than they do when they work remotely. Hybrid workers say
they spend an average of $61 a day at the office (the cost of the commute, parking, breakfast/coffee and lunch), a 20% increase from $51
in 2023. The cost to work from home also increased, but only slightly up to $19 per day, compared to $15 a day in 2023 (Owl Labs, 2024).

3 Supporting data comes from Owl Labs’ 2024 State of Hybrid Work report: 84% of hybrid and remote workers said they ate healthier food
when working at home compared to when they work in the office.

4 Despite assumptions, full-time office workers (47%) were more than twice as likely to exercise during the workday than their fully
remote counterparts (22%) (Owl Labs, 2024).

5 When employees come into the office not to work, but to be seen. They usually stop by long enough to grab a free cup of coffee or two

and have a few conversations with their co-workers before heading back home. The idea is to spend as little time in the office as possible,
while still making sure their employer knows that they are in fact in the office by making themselves noticeable when they are there (Owl
Labs, 2023a).
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your calendar with pretend meetings). Additionally, one-third (34%) of workers admit to posting about their
job or employer negatively on social media.

Despite employee productivity in 2024 (90%) remaining consistent since 2023, employees reported
significantly increased stress levels, and over 1 in 4 workers (27%) were seeking new opportunities. When
asked why they feel disengaged with their work, 26% said they are feeling burnt out, 22% said they don’t feel
fairly compensated, and 17% said their mental health has decreased over the past year (Owl Labs, 2024).

Many employees reported feeling financial strain, according to Remote’s 2025 Workforce Pulse Survey.
Nearly 1in 5 (18%) were polyworking (already had a second job), and 57% were seriously or casually
considering getting a second job. The top concerns driving this trend include: retirement savings and financial
preparedness (60%), followed by layoffs (45%) and job security (44%) (Mantock, 2025).

A lack of clear communication between workers and employees can erode trust: 18% of employees said their
company regularly shares updates on how the economy may impact their role or organization; 26% get vague
updates, and 35% get none at all. Interestingly, 50% of hybrid workers and 46% of remote workers were more
likely than in-office workers (37%) to report having these conversations, suggesting that organizations with
distributed teams may lean more towards intentional, proactive communication (Mantock, 2025).

Employee monitoring tools have become a growing privacy concern. Nearly half of employees (46%) said their
employers added or increased the use of employee tracking software in 2024. And 86% of employees agreed
that it should be a legal requirement for employers to disclose if they are using these tools (Owl Labs, 2024).

Proximity bias still remains a workplace concern, but has declined. More than half of managers of remote and
hybrid employees (56%) said their teams were missing out on impromptu or informal feedback in 2024,
compared to 68% feeling this sentiment in 2023. In 2024, 55% said that their managers view those in the
office as harder working and more trustworthy than their remote colleagues, compared to 63% in 2023. More
than half (57%) of employees are still more likely to ask the opinion of colleagues they physically work with
over remote ones, dropping 10% from 2023 (Owl Labs, 2024).

Meetings are an essential part of most job functions and it can be challenging to hold effective and
collaborative meetings when everyone isn’t in the same room. Now, more workers are having online or hybrid
meetings (86%) than in-person ones (83%). Meeting pain points range from technical difficulties to missing
parts of conversations, either auditory or visually. Nearly 3 out of 4 of workers (72%) said they’ve lost time and
started meetings late due to technical difficulties, 70% struggle to see everyone’s faces, and another 70% have
issues hearing everyone. With 87% saying good technology was an important work factor (up from 83% in
2023), the technology that companies choose is only becoming increasingly important.

Collaborating with employees across time zones can present scheduling challenges. Nearly 3 in 4 employees
(73%) think starting meetings at 8 a.m. or before is too early. Also, 58% of employees report “calendar
blocking” - blocking off time in their calendar to protect it from meetings (Owl Labs, 2024).

Workplace managers juggle the dual burden of their own stress and the wellbeing of their teams. Workplace
stress has increased for all, but even more for managers, with their stress levels soaring 55% higher than non-
managers (Owl Labs, 2024). While many managers have gained more experience — and training — with
managing different working styles, the concerns they have about their team members differ by work location.
More than a quarter of managers (27%) were concerned about employee engagement among their remote
workers, while their top concern for_in-office workers is employee satisfaction (27%) (Owl Labs, 2024).

Appendices Page 41



A. Industries

Labor Characteristics

Wulff Pabilonia & Redmond’s (2024) report describes the following trends in the professional categories of

remote workers between 2019 and 2022:

The rise in remote work for 21 major industries® are ranked from largest to smallest by the percentage of
remote workers in 2021 (Figure 3). Although there was a larger percentage of remote workers in 2021
compared with 2019 in all major industries, these four major industries saw phenomenal increases in
remote work (by over 30 percentage points): Professional, scientific, and technical services; Information;
Finance and insurance; and Management of companies and enterprises. These industries had over 39
percent of their workforce working remotely in 2021 compared with less than 17 percent in 2019.
Another 12 industries had between 10 and 25 percent of their workforce working remotely in 2021. The
four major industries with the largest percentage of their workers remote in 2021 still had at least over 33

percent of their workforce working remotely in 2022.

Figure 3. Percent of remote workers by major industry group, ranked from largest to smallest in 2021

® 2019 = 2021 * 2022
Professional, scientific, and technical services @ * |
Information ® * |
Finance and insurance L * u
Management of companies and enterprises [} * B
Utilities [ ] * |
Educational services L ¢ u
Real estate and rental and leasing o
Wholesale trade [ ] ¢ B
Administrative and waste management services [} L d |
Arts, entertainment, and recreation [ ] 0
Durahle manufacturing ¢ B
Agriculture, forestry, fishing, and hunting eom
Manufacturing ¢ B
Nondurable manufacturing [ ] ¢ Bu
Healthcare and social assistance -
Retail trade +u
Mining [ ] ¢ B
Other services, except government o ¥
Transportation and warehousing L.
Construction +H
Accommodation and food services ®
0 10 20 30 40 50
Percent

Sources: American Community Survey (ACS) and American Time Use Survey (ATUS). (Wulff Pabilonia & Redmond, 2024).

Looking at a more detailed industry breakdown (61 industries), Figure 4 shows that in four of these industries
(Computer systems design and related services; Data processing, internet publishing, and other information
services; Publishing industries, except internet (includes software); Insurance carriers and related activities),
the majority of workers (50.2—62.5 percent) worked from home in 2021. In 2019, only 15-20 percent of
workers in these same industries worked remotely. Over 40 percent of workers in another three industries

6 “Industry” describes the kind of business conducted by an employer. Industry classifications are sourced from the North American
Industry Classification System (NAICS) sectors and subsectors. Refer to the Appendix for a brief description of the NAICS.

9
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(funds, trusts, and other financial vehicles; securities, commodity contracts, and other financial investments
and related activities; miscellaneous professional, scientific, and technical services) worked remotely. Of the
61 detailed industries, 44 had more than 10 percent of their workforce working remotely in 2021. In 2022, the
top four detailed industries in 2021 still had over 46 percent of their workforce working remotely.

Figure 4. Percent of remote workers by detailed industry group, top 10 industries in 2021

® 2019 B 2021 + 2022

Computer systems design and related services ® ¢ B

Data processing, internet publishing, and other ° . "
information services

Publishing industries, except internet (includes
software)

Insurance carriers and related activities [ ] ¢ u

Securities, commaodity contracts, & other fin.
invest. & related act.

Funds, trusts, and other financial vehicles L] * |

Miscellaneous professional, scientific, and
technical services

Management of companies and enterprises ® * | |

Federal reserve banks, credit intermediation, and

L [ ] * B
related activities

Motion picture and sound recording industries [ ] * | |

0 10 20 30 40 50 60 70

Percent

Note: The top 10 industries with the largest percentage of remote workers in 2021 are shown in the chart.
Sources: U.S. Census Bureau, ACS; Wulff Pabilonia & Redmond, 2024

B. Occupations’

CPS data-based findings from Borkowski & Kaynas, 2025 (see Figure 5):
e Jobs that require a high degree of physical strength, such as ‘natural resources, construction, and
maintenance occupations’ and ‘production, transportation, and material moving occupations’
had relatively low rates of telework, both at 3.2 percent in the first quarter of 2024.
e  ‘Service occupations’ had a telework rate of 5.4 percent in the first quarter of 2024, while
‘management, professional and related occupations’ (37.9 percent) and sales and office
occupations (24.9 percent) had higher rates of telework.

7 “Occupation” refers to the kind of work a person does at their job. Occupation categories refer to the Standard Occupational
Classification System (SOC) groups. Refer to the Appendix for a description of the major occupational sectors.
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Figure 5. Percent of people who telework by occupation, first quarter 2023-2024, not seasonally adjusted

M 12023 W a12024
Percent
40
35
30
25
20
15
10
5
0
Management, Sales and office Service occupations Production, Natural resources,
professional, and occupations transportation, and construction, and
related occupations material moving maintenance
occupations occupations

Sources: US Bureau of Labor Statistics; Borkowski & Kaynas, 2025

The 2022 American Opportunity Survey (Dua, Ellingrud, Kirschner, Kwok, Luby, Palter & Pemberton)
completed by McKinsey & Company (McKinsey) indicates that the opportunity to work flexibly differs by
industry and roles within industries, and has implications for companies competing for talent. The survey
found that remote work availability is the highest within the computer/mathematical, business/financial
operations, architecture/engineering, arts/design/entertainment/sports/media, and legal professions, and
full-time workers tend to have a greater opportunity to work remotely than part-time workers (Figure 6).

However, several other occupations, including traditionally labeled “blue collar” jobs that might be expected
to demand on-site labor, offer remote-work arrangements. Half of respondents working in educational
instruction and library occupations and 45% of healthcare practitioners and workers in technical occupations
say they do some remote work, perhaps reflecting the rise of online education and telemedicine. Even food
preparation and transportation professionals said they do some work from home. Due to rapid digital
transformations across industries, even those with lower overall work-from-home patterns may find that the
technologists they employ demand it.

11

Appendices Page 44



Figure 6. Exhibit from “Americans are embracing flexible work—and they want more of it,” June 2022,
McKinsey & Company, www.mckinsey.com. Copyright (c) 2025 McKinsey & Company. All rights reserved.
Reprinted by permission.

Flexible work varies by occupation and role—and is a factor to consider in

the ‘war for talent.’

Remote-work availability,! % of employed respondents {(n = 13,896)
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C
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.

Computer/mathematical

Business/financial operations

Architecture/engineering

Of those with remote-work
options, average days per week
worked remotely (n = 8,431)

® 3.0
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Arts/design/entertainment/sports/media [ T TS 27 ® 3.8
Legal — 0
Community/social service — 0 4
Life/physical/social science 2.8
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Farming/fishing/forestry ® 3.3

Transportation/material moving
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10nly asked to employed respondents: “Does your employer currently offer you work-from-hame opportunities? Or are you able towork from home as a self-
employed individual? Responses for canstruction and installation, maintenance, and repair occupations not shown, as reported availability from respon-
dents was significantly higherthan the technical feasihility estimated for those occupations.

Source: MoKinsey American Opportunity Survey Spring 2092

C. Hours Worked

The overall telework rate increased by 3.3 percentage points between the first quarters of 2023 and 2024,
averaging 22.9 percent (Figure 7). However, a reduced share of teleworkers teleworked for all of their work
hours. This is consistent with many employers implementing return-to-office policies during this time period.

12
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Figure 7. Percent of those who telework by hours teleworked, fourth quarter 2022 to first quarter 2024, not
seasonally adjusted

— Teleworked some hours —— Teleworked all hours
Percent
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Sources: US Bureau of Labor Statistics; Borkowski & Kaynas (2025)

The average weekly hours teleworkers worked from home was 27.2 hours in the first quarter of 2024, down
by 2.1 hours over the year. However, when looking at telework hours as a share of all hours worked in the first
quarter of 2024, telework accounted for 16.3 percent of all hours worked, larger than the share recorded a
year earlier, at 15.0 percent (Figure 8). These data reflect an increased share of people teleworking, but for
fewer hours, and more people working some, but not all, of their work hours from home.

Figure 8. Average weekly hours teleworkers worked from home, fourth quarter 2022-first quarter 2024, not
seasonally adjusted.

Average weekly hours

29.5

29
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Sources: US Bureau of Labor Statistics; Borkowski & Kaynas, 2025
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D. Productivity

Total factor productivity (TFP) is calculated by dividing output by a combination of all inputs (workers,
machinery and other capital, energy, materials, and services) used in production. Wulff Pabilonia &
Redmond’s 2024 study compared total factor productivity (TFP) growth over the prior business-cycle (2007—
2019) with TFP growth during the first part of the pandemic (2019-21) across 61 industries in the private
business sector. The TFP for the top industries with the largest gains in remote work are shown in Figure 9.

Figure 9. Pre- and post-pandemic TFP for the top 10 industries with the largest gains in remote work, 2007-
19 versus 2019-21, ranked by percentage point increase in remote work, 2019-2021

MW 2007-19 W 2019-21

Data processing, internet publishing, and other
information services

Computer systems design and related services

Publishing industries, except internet (includes
software)

Securities, commodity contracts, & other financial
investments & related act.

Funds, trusts, and other financial vehicles

Insurance carriers and related activities

Federal reserve banks, credit intermediation, and
related activities

Management of companies and enterprises

Broadcasting and telecommunications

r"l'l'l'l“"llllr

Motion picture and sound recording industries

N
[
'
=
=}
wn
o

5 10 15

Percent change in TFP

Note: Total factor productivity (TFP) growth is measured as the average annual change.
Sources: U.S. Bureau of Labor Statistics, Productivity Program; U.S. Census Bureau, American Community Survey; Wulff Pabilonia &
Redmond, 2024.

Most of the industries that experienced substantial increases in the percentage of remote workers were able
to enhance output during this time without a corresponding increase in labor. Table 1 shows the percent
changes in output and labor input (a measure of hours worked adjusted for differences in the age, education,
and sex composition of the workforce) for the top 10 industries experiencing the highest percentage-point
increase in remote work over the 2019-22 period.

Large increases in output and labor input* occurred in the top three industries (Computer systems design and
related services; Publishing industries, except internet (includes software); and Data processing, internet
publishing, and other information services), with output rising much faster than labor input.

These four top industries had substantial output growth, but either small, positive labor input growth or a
small decline in labor input**: Securities, commodity contracts, and other financial investments and related
activities; Management of companies and enterprises; Broadcasting and telecommunications; and
Miscellaneous professional, scientific, and technical services).
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The remaining three industries had labor input growing faster than output***: Funds, trusts, and other
financial vehicles; Insurance carriers and related activities; and Federal reserve banks, credit intermediation,
and related activities.

Table 1. Output and labor input percent changes in the ten industries with the largest gains in remote work,
2019-22

el Output !.abor Percentage point increase in
input = remote workers

*Computer systems design and related services 9.3 2.8 37.9

*Publishing industries, except internet (includes

software)

*Data processing, internet publishing, and other

information services

8.9 6 35.9

14.8 6.9 34.1

***Insurance carriers and related activities -0.7 1.1 30.6
**Securities, commodity contracts, & other financial

. 3.2 2.1 25.8
investments & related act.

***Funds, trusts, and other financial vehicles -9.9 18.8 25.8
**Management of companies and enterprises 6.1 0.9 24.6

***Federal reserve banks, credit intermediation, and

o -0.1 0.9 24.5
related activities
**Broadcasting and telecommunications 2 -21 23.7

**Miscellaneous professional, scientific, and technical
services
Sources: U.S. Bureau of Labor Statistics, Productivity program and U.S. Census Bureau, American Community Survey. (BLS, 2025a).

6.5 2.7 20.2

More recent data on the productivity of remote workers can be found in Owl Labs’ annual State of Hybrid
Work reports. In 2024, managers said their teams were 62% more productive when working hybrid or
remotely, and an additional 22% said work location doesn’t make a difference. In 2023, managers said their
remote or hybrid teams were 79% more productive, with 11% saying location didn’t have an impact. Their
perception of productivity may have decreased, but it appears that working location is not the driving factor.

E. Compensation

A statistically significant relationship was not found between the growth in remote work and the growth in
hourly compensation, even when controlling for compositional changes in the workforce. This suggests that
pandemic-era productivity gains associated with the rise in remote work were not passed along to workers via
increased compensation (Wulff Pabilonia & Redmond, 2024).

Those findings, however, do not necessarily indicate that remote workers earn less that non-remote workers.
Pabilonia & Vernon’s 2024 study involved examining trends in wage and hours differentials for workers who
were primarily remote relative to workers who were primarily on-site, using ACS data from 2010 through
2021. The study provided these three key findings:

1. On average, remote workers earned more than on-site workers.

Blue-collar workers, however, paid a remote wage penalty until 2020 when they earned a small wage
premium.
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Those with access to white-collar jobs benefitted the most from the pandemic-induced work-from-
home revolution. Comparing various subsamples of workers among those in white-collar jobs, they
found that almost all their subsamples earned remote wage premia in 2021, even those in
management occupations. Among them, however, Black workers, those with disabilities, and
government employees earned relatively lower remote wage premia. White-collar workers across
the wage distribution all earned wage premia when working remotely, with higher premia for men in
the middle of wage distribution and for higher wage women.

2. During the pandemic period from 2019 to 2021, occupations with larger increases in the
percentage of remote workers had higher wage growth.

3. At the beginning of the pandemic, remote workers had higher usual weekly hours worked than
on-site workers, but this gap in hours fell steadily over time, and in 2021, hours of remote workers
had converged with the hours of on-site workers.

Overall, the study’s findings were consistent with remote work being productivity-enhancing for
many workers. During the pandemic, wages were substantially higher for remote workers than on-
site workers, while their hours were similar. Finally, referencing pandemic-era time diaries from the
ATUS, remote workers had later wake-up times than on-site workers, which could mean that workers
were more refreshed after their night’s sleep on work-from-home days.

Evidence was not found to support claims that workers in 2021 were willing to pay substantially for
the option to work from home, although it was found that mothers earned a slightly lower wage
premium when working from home compared with women with no minor children at home. This
motherhood difference in returns to remote work is consistent with either mother’s being more likely
to be interrupted during work hours as they worked at home alongside their children, which could be
detrimental for their productivity, or mothers’ being willing to forego some of their earnings for the
opportunity to work from home.

The authors’ found that the rise in remote work, especially among women, led to a small decline in
the gender age gap. Itis argued that if women and other minority demographic groups can maintain

higher-paying jobs because of these new flexible job opportunities, they will be more productive
throughout their careers, which should further decrease the wage gap.
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IV. Demographics

The McKinsey Opportunity Survey conducted in spring of 2022 indicates that people in the United States who
are younger, more educated, or have higher incomes tend to have more options to work remotely (Figure 10).

Figure 10. Exhibit from “Americans are embracing flexible work—and they want more of it,” June 2022,
McKinsey & Company, www.mckinsey.com. Copyright (c) 2025 McKinsey & Company. All rights reserved.
Reprinted by permission.

Gender

Age

Race/
ethnicity

Education
level

Annual
income

Men

Women
Transgender/nonbinary
18-24

95-34

36-b4

5664

65 orolder

White, non-Hispanic
Black, non-Hispanic
Hispanic and Latino
Asian American
Other

LLess than high schoal
High school/some college
Associate’s
Bachelor's

Advanced degree
<$25,000
$26,000-$49,999
$E0,000-$74,994
$75,000-$9S,999
F100,000-$149,99%
=$150,000

All respondents

People in the United States who are younger, more educated, or have higher
incomes tend to have more options to work remotely.

Remote-work availability,! % of employed respondents (n = 13,896)

Full-time Part-time

EE o
s o
EE -
I
T o
ET
. o
e o
. o
.
I o
B
E -
[

'Only asked to employed respondents: “Does your employer currently offer you work-from-home opportunities? Cr are you able to work from home as a self-
employed ind vidual?"
Source: McKinsey American Opportunity Survey Spring 2022

Of those with remote-work
options, average days per week
worked remotely (n = 8,431)

® 29
® 3.1

® 37

.29
® 3.1
® 3.1

® 3.0
® 3.0

® 30
® 3.0

17

Appendices Page 50


http://www.mckinsey.com/

The U.S. Bureau of Labor Statistic’s Current Population Survey (CPS) has included questions asking about
telework or work at home for pay since 2002. The survey findings from the first quarters of 2023 and 2024
complement the trends found in the McKinsey survey, and include additional data on disability status and full
or part-time work status (Table 2).

Table 2. People at work by telework status and selected characteristics for the first quarter, 2023-24
(numbers in thousands)

_the-
First quarter 2023 First quarter 2024 Over-the-year
change
Characteristic Number of people [Percent who Number of people [Percent who Percent who
Total Total
" who teleworked or |teleworked or " who teleworked or |teleworked or teleworked or
m worked at home for|worked at home m worked at home for|worked at home |worked at home
work [1] pay [2 for pay work [1] pay [2 for pay for pay
Age and sex
Total, 16years |, 306 |30,307 19.6 155,068 [35,452 22.9 33
and over
16 to 24 years (19,225 1,304 6.8 18,769 1,485 7.9 1.1
25 to 54 years (99,539 21,749 21.8 100,274 [25,176 25.1 3.3
SSyearsand oo o3y 17,254 20.4 36,025 [8,791 24.4 4
over
Men, 16years o5 216 15,015 183 81,976  |17,284 211 2.8
and over
Women, 16years|,, 150 [15,201 21.2 73,092 |18,168 24.9 3.7
and over
Race and Hispanic or Latino ethnicity
White 118,115 (22,837 19.3 118,180 |[27,373 23.2 3.9
Black or African |9 925 |3,109 15.6 20,069 (3,430 17.1 15
American
Asian 10,617 3,384 31.9 10,753 3,524 32.8 0.9
Hispanic or Latino
. 28,774 3,220 11.2 29,655 3,685 12.4 1.2
ethnicity
Disability status
With a disability |6,798 1,372 20.2 7,203 1,758 24.4 4.2
With no disability|147,598 (28,934 19.6 147,864 (33,694 22.8 3.2
Educational attainment
Total, 25years ;30171 |29,003 215 136,299 [33,967 24.9 3.4
and over
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_the-
First quarter 2023 First quarter 2024 Over-the-year
change
Characteristic Number of people [Percent who Number of people [Percent who Percent who
Total Total
" who teleworked or [teleworked or _eo e at who teleworked or [teleworked or teleworked or
LLwork 1 worked at home for|worked at home m worked at home for|worked at home |worked at home
work [1] pay [2 for pay work [1] pay [2 for pay for pay
Less than a
high school 8,071 203 2.5 8,024 283 3.5 1
diploma
High school
graduates, no 33,286 2,438 7.3 33,476 2,842 8.5 1.2
college [3
Some college
or associate 33,537 5,129 15.3 33,761 6,178 18.3 3
degree
Bachelor's
degree and 60,277 21,233 35.2 61,039 24,664 40.4 5.2
higher [4
Bachelor's
36,964 12,188 33 37,619 14,458 38.4 5.4
degree only
Advanced 13315 |o,05 38.8 23,420 [10,206 43.6 4.8
degree
Usual full- and part-time status
Full-time workers|128,705 (27,132 21.1 128,219 (31,402 24.5 3.4
Part-time 25,690  [3,175 12.4 26,849 |4,050 15.1 2.7
workers

[1] Data refer to people who worked during the survey reference week regardless of telework status. Excludes employed people absent

from work the entire week due to holidays, vacation, illness, or other reasons.

[2] Includes people who teleworked for some but not all of their work hours.

[3] Includes people with a high school diploma or equivalent.

[4] Includes people with bachelor's, master's, professional, and doctoral degrees.

Source: U.S. Bureau of Labor Statistics, 2025b. Current Population Survey, 2023-2024.
Note: Estimates for the race groups (White, Black or African American, and Asian) do not sum to totals because data are not presented
for all races. People whose ethnicity is identified as Hispanic or Latino may be of any race. Data are not seasonally adjusted. Updated

population controls are introduced annually with the release of January data.
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A. Age and Sex

e The telework rates for workers of all age groups had increased between Q1 of 2023 and Q1 of 2024.

e  Younger workers, age 16 to 24, had a telework rate of 7.9% in the first quarter of 2024. This is much
lower than the rates for workers age 25 and older, and can be partially attributed to the type of work
that young people do. Younger people in this age group are more likely to be employed in service
occupations and to work part time, both of which have relatively lower rates of telework compared
with other occupations and full-time workers.

e Workers age 25 and older were much more likely to telework than workers age 16 to 24 years, with
little difference in telework rates between workers age 25 to 54 years, at 25.1%, and workers age 55
years and older, at 24.4%.

e Women were more likely to telework than men. Telework rates for both women and men were up in
2024 by 3.7 percentage points and 2.8 percentage points, respectively.

B. Race and Ethnicity
e Asian and White workers were most likely to telework. Nearly one-third (32.8%) of Asians and one-
quarter of White workers (23.2%) teleworked in the first quarter of 2024. Black and Hispanic workers
were less likely to telework, at 17.1% and 12.4%, respectfully.

C. Educational Attainment

e The telework rates for workers of all educational attainment levels increased (Figure 11).

e There is a positive relationship between educational attainment and one’s likelihood of teleworking.
Among people age 25 and older, those with advanced degrees teleworked the most, at 43.6% in the
first quarter of 2024, exceeding the previous year’s rate of 38.8%.

e Those whose highest level of education was a bachelor’s degree teleworked at 38.4% in Q1 2024.

e Workers with some college of an associate’s degree (18.3%) and those whose highest level of
education was a high school diploma (8.5%) were less likely to telework.

e Those with less than a high school diploma were the least likely to telework, at 3.5%.

Figure 11. Percent of people 25 years and older who telework by educational attainment, first quarter
2023-24, not seasonally adjusted.
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Presence of Disability
There was little difference in the telework rates of people with a disability and those no disability in

the first quarter of 2024 (24.4% and 22.8%, respectively).
The telework rate for workers with a disability increased by 4.2 percentage points over the year and

the rate for those without a disability increased by 3.2 percentage points.
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V. The Future of Remote Work

The office will likely never go back to being a one-size-fits-all solution. Pabilonia & Vernon (2024) predict that
in the future, workers and firms will decide on the optimal mix of work-for-home days given the job tasks to
be performed, production processes, firm culture, and family/life circumstances. There are some tasks that
can be performed more effectively at home versus at the office — a concept called task-based hybrid work.
Owl Labs’ 2024 State of Hybrid Work survey found that activities better suited for the office include meeting
new people (55%), mentoring (51%), and team meetings (49%).

Workers who are less productive working from home may be more apt to find jobs at a dedicated worksite.
This could potentially shrink remote wage premia while allowing aggregate wages and productivity to
continue to grow (Pabilonia & Vernon, 2024)

“Remote-First” companies make working from home the default option, limiting physical office work. This
model could help organizations attract a broader talent pool and reduce overhead costs associated with
maintaining physical offices.

Another version of a remote work model is where employers establish small “remote work hubs” away from a
central headquarters to serve small groups of remote workers. In this scenario, an employer might choose to
rent a space, or cover the cost of a coworking space for a group of employees. Employees would benefit from
greater flexibility in choosing where to live, while employers could enjoy the benefits of an extended talent
pool and some of the productivity benefits of having employees co-located (Rembert, Osinubi, & Douglas,
2021).
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VI.

Remote Work and Economic Development Strategies

The Center on Rural Innovation and Rural Innovation Strategies, Inc.

recommends several economic and workforce development strategies to

foster remote work in rural communities:

Expand and improve broadband infrastructure, and clearly
communicate where broadband is available, and where it is not, to
potential residents.

When working to increase remote employment for local workers,
focus workforce development efforts on skills aligned with remote
work professions.

Remote workers will have occupations like management, legal,
finance, technology, sales, and other knowledge-based occupations.
For local workers who already work in these occupations, workforce
development programs can support remote work by offering training
in the technical and interpersonal skills specific to working in a
remote environment.

When targeting workers who do not have experience working in
remote-friendly occupations, workforce development strategies may
require looking at demand outside of the local market, and aligning
training programs around in-demand skills in remote-friendly
occupations. Some remote-friendly occupations are more conducive
to training than others, particularly those that require a very high
degree of training or education. Occupations that are remote-friendly
and do not require a high degree of specialized skills, like sales, may
offer more accessible pathways to remote work.

Technology occupations are also a promising field for people who are
interested in moving into a remote career because there is a high
demand for these skills, they are high-paying, and it is more common
for people to pursue skills-based training through non-traditional
pathways. Many employers are cautious about hiring entry-level
workers remotely. This practice could shift in the future as companies
become better equipped to incorporate entry-level remote workers,
but in the near term, workforce strategies aimed at supporting
workers to pursue remote careers in tech should include pathways to
gain in-person experience with local employers to make themselves
more competitive when applying for remote jobs.

Focus on the need to maintain a variety of housing options and
price points. Remote workers tend to have higher incomes and
demand larger, higher-priced houses that can accommodate home
offices. An influx of remote workers into a community can drive up
the cost of living for existing residents with the increase of home
values and property taxes (Markarian, 2021).

THE EFFECTS OF
REMOTE WORK ON
THE BUILT
ENVIRONMENT

The rise of hybrid work has
encouraged people to work at
the office less, move to homes
that are farther from the
office, and shop less in urban
cores. This has contributed to
higher vacancy rates of
traditionally designed office
and retail spaces compared to
pre-pandemic levels.

Communities can adapt to the
needs of remote workers by
encouraging the development
of mixed-use neighborhoods,
smaller multi-use office and
retail spaces, and “hybrid
buildings” that can easily be
re-purposed to another use in
the future.

Hybrid buildings would bring
at least two advantages. They
would protect owners from
shifts in preferences that are
impossible to predict now,
and they fit with the trend of
shorter leases in the
commercial real estate sector.

With tenants moving in and
out more frequently,
adaptable buildings might
become more valuable
(Mischke, J., R. Luby, B.
Vickery, J. Woetzel, O. White,
A. Sanghvi, J. Rhee, A. Fu, R.
Palter, A. Dua, S. Smit., 2023).

Create spaces, places, and programs where remote workers can meet and network to build personal
and professional connections and combat isolation. Co-working spaces provide productive spaces for
remote workers to work and network, they can also serve as a critical source of broadband access for
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those who might have limited home service. Coworking spaces can also serve as remote work hubs for
pods of distributed workers working for a single company. A community could also consider hosting
events for remote workers at a local cafe or restaurant. (See sidebar regarding the creation of flexible,
“hybrid” buildings.)

When attracting remote workers, leverage existing relationships and connections to the community.
Target marketing efforts to workers and professionals that grew up in or attended school in the
community. During the pandemic, people who left urban cores to work remotely in rural areas were more
likely to move to a place where they had pre-established relationships.

Continue to invest in the community’s quality of life.

Incentivize remote workers through state or local government programs, such as housing or relocation
assistance. This should tactic should not be pursued until the previous recommendations are addressed.
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VII. Summary

A. Remote Work: Where Are We Now?
e In Michigan:
o An estimated 24% of workers worked remotely at least one day a week in 2025.
o In 2025, 48.2% of Michigan organizations reported offering formal remote work options for all or
part of their workforce, with hybrid work continuing to be the dominant remote work model.
o The share of Michigan employers allowing “as-needed” or “on-demand” remote work rose from
26% in 2023 to 38.9% in 2025, suggesting a growing preference for informal flexibility.
e Nationally:
o Remote work dramatically increased in 2020 and 2021 from 2019 levels, due to the safety
measures applied during the COVID-19 pandemic.
ACS data: 4.1% in 2019 to 19.9% in 2021
o ATUS data: 6.8% in 2019 to 27.6% in 2021
o Amongst surveyed full-time workers between 2023 and 2024:
= In-office workers decreased from 66% to 62%
= Hybrid workers increased slightly from 26% to 27%
=  Fully remote workers increased from 7% to 11%
o Between 2022 and 2024 there has been a trend of an increased share of people teleworking, but
for fewer hours, and more people working some, but not all, of their work hours remotely.
o Employers have enhanced the remote and hybrid work experience through
=  Trainings (such as how to hold effective hybrid meetings and use mixed communication
methods)
= Increasing adoption of Al to increase productivity
= Hiring more IT staff
=  Upgrading meeting technology
= Increasing office space as needed
o The populations in many small towns and rural areas in the U.S., including those in Northwest Lower
Michigan, increased between 2020 and 2023. It is estimated that most of the growth that these areas
experienced in this time was being driving by an increase in their population aged 25 to 44 years. This can
be attributed in part to the increase in remote work availability and the presence of natural resources and
outdoor recreation features in these areas.

B. Employee Preferences
e  Employees highly value autonomy over when and where they work.
e  Workers have expressed a growing interest in fully remote, hybrid, and flexible work arrangements to
allow for a better work/life balance.
e Hybrid work is now an expectation for many occupations.
e Aflexible working arrangement is one of the top three most important aspects job hunters look for.
e 22% of workers said they would expect a pay increase if they could no longer work hybrid or remote, and
40% would look for a new job that offered more flexibility.
e Top three benefits of remote work:
o Nocommute
o Save money (on transportation/food). Hybrid workers say they spend an average of $42 more
per day when they work from the office versus remotely.
o Flexibility over when to work
e Top five health benefits of remote work:
o Less burnout
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Healthier food choices

Reduced anxiety and depression
Improved overall mental health
Improved sleep

o O O O

C. Challenges

e Employee behaviors such as “coffee badging”, “calendar blocking”, or posting about their job or employer
negatively on social media.

e Concerns regarding proximity bias seemed to decrease in 2024 compared to 2023. More than half of
managers of remote and hybrid employees (56%) reported that their teams are missing out on
impromptu or informal feedback, compared to 68% feeling this sentiment in 2023.

e Theincreased use of employee monitoring tools represents a privacy concern. 86% of employees agreed
that it should be a legal requirement for employers to disclose if they are using these tools.

e Worker anxiety/stress levels increased between 2023 and 2024.

e Overlin4 workers (28%) are “polyworking” with at least one additional job to meet their personal
financial obligations.

e The limitations of virtual meetings remain an issue, as more workers are having online or hybrid meetings
(86%) than in-person ones (83%). Meeting pain points range from technical difficulties to missing parts of
conversations, either auditory or visually. Nearly 3 out of 4 of workers (72%) said they’ve lost time and
started meetings late due to technical difficulties, 70% struggle to see everyone’s faces, and another 70%
have issues hearing everyone. With 87% saying good technology was an important work factor (up from
83% in 2023), the technology that companies choose is only becoming increasingly important.

e Employee engagement is the top concern managers have about their remote workers.

D. Labor Force
e These four major industries saw phenomenal increases in remote work (by over 30 percentage points)
between 2019 and 2021:
o Professional, scientific, and technical services
o Information
o Finance and insurance
o Management of companies and enterprises
e Top 10 detailed industry groups with the greatest percentage of remote workers in 2021:
o Computer systems design and related services
Data processing, internet publishing, and other information services
Publishing industries, except internet (includes software)
Insurance carriers and related activities
Securities, commodity contracts, & other financial investment and related activities
Funds, trusts, and other financial vehicles
Miscellaneous professional, scientific, and technical services
Management of companies and enterprises
Federal reserve banks, credit intermediation, and related activities
o Motion picture and sound recording industries
e  Occupations with the lowest telework rates include jobs that require a high degree of physical strength
and/or require an in-person presence to complete the work:
o Natural resources, construction, and maintenance occupations
o Production, transportation, and material moving occupations
o Service occupations

O O O O O O O O
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Occupations with the highest rates of telework:

o Management, professional and related occupations

o Sales and office occupations
Full-time workers have a greater opportunity to work remotely than part-time workers
The rapid digital transformation across industries has allowed for increased remote work opportunities
for “blue collar jobs”, such as:

o Educational instruction and library occupations

o Healthcare: practitioners, support workers and workers in technical occupations

o Sales

o  Building/grounds cleaning/maintenance
The total factor productivity growth over the 2019-22 period was found to be positively associated with
the rise in the percentage of remote workers across 61 industries in the private business sector. This is
because unit costs, especially unit non labor costs (capital, energy, material and service costs) grew less in
industries where more work was done remotely. However, these productivity gains accrued to businesses
did not result in increased compensation to workers.
Managers said their teams were 62% more productive when working hybrid or remotely, and 22% said
work location doesn’t make a difference.
On average, remote workers earned more than on-site workers between 2020 and 2021.
Between 2020-2021, people with white-collar jobs across the wage distribution all earned wage premia
when working remotely. Among them, however, Black workers, those with disabilities, and government
employees earned relatively lower wage premia, with higher premia for men in the middle of the wage
distributions and for women with higher wages. Mothers earned a slightly lower wage premium when
working from home compared to women with no minor children at home.
Characteristics of workers who are more likely to telework:

o Women
Age 25 to 54 years
Asian or White race
With no disability
Have a Bachelor’s degree or higher level of education
Work full-time

O 0 O O O

What’s on the Horizon for Remote Work
Hybrid work is the dominant model for remote work. Workers and employers will decide on the optimal
mix of remote work days given the job tasks to be performed (a concept called task-based hybrid work).
For example, there are some activities that may better suited for the office, such as meeting