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Abstract

After the post pandemic shift, work has gone in pretty noticeably different directions depending on the industry.
This article sort of looks at how remote and hybrid flexibility really lands on employee well-being, especially in
two very visible knowledge economy areas, technology and financial services. It draws from peer-reviewed
studies, government labor stats, and institutional briefings from the Bureau of Labor Statistics , the World
Health Organization, the International Labour Organization, and Gallup, and it argues that yes both fields
adopted flexible arrangements in some form but the level of it, the workplace culture, and the end results for
employees , all diverge quite a bit.

In the technology sector, companies tend to give more location leeway, and remote work has been woven into
the day-to-day norm—so the practical outcomes often show up as better health indicators, higher satisfaction,
and stronger retention. Meanwhile the financial sector, especially banking and investment management, has
leaned into more strict return-to-office moves, which creates a lot of friction between institutional control
instincts and what employees expect for their well-being. The article also digs into the mental pathways behind
these mismatches, like work life boundary erosion, social separation, the “always on” culture, and how trust
shapes remote work setups.Then it wraps up with what this means for workforce policies that are tailored to
each sector, mental health funding choices, and leadership practices that can actually fit the reality employees
are living.
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I. Introduction

Sometime between 2020 and now, work turned into a negotiation. People who spent two or three years
proving they could do their tasks from a kitchen table started to ask themselves why they should ever stop.
Meanwhile employers, who used to worry about productivity collapsing, found—often with their own
surprise—that it hadn’t. And still, here we are in 2026, with the talk not really finished, especially across two
sectors that shape a lot of the modern knowledge economy, technology and financial services.

It’s useful to compare these industries, partly because they get grouped together so much. In both
cases, you see highly trained workers, pay that sits well above the median wages, globally meaningful revenue,
and a big tilt toward white-collar desk-based work. Both also adopted remote work at scale during the
pandemic. Yet afterward their paths split in ways that point to something real, not only corporate strategy, but
the way workplace flexibility becomes part of the psychological experience of doing the job.

Approximately 32.6 million Americans work remotely in some capacity during 2025, and that comes
out to about 22% of the total workforce (The Interview Guys, 2025). Data from the Bureau of Labor Statistics
indicates that over half of employees in computer and math- related areas telecommute in one form or another,
and remote adoption rates hit 68.5% inside tech-adjacent occupations (accessiBe, 2024 citing BLS data).
Financial plus accounting professionals, also show up among the segments with real flexibility, where 27%
report hybrid setups and 11% are fully remote based on 2024 figures, yet the vibe around that flexibility looks
fairly different than what exists in tech (Pebl, 2025).

This article digs into those contrasts, kind of explains how flexible work inside technology usually
supports employee wellbeing more reliably, while the financial sector’s layered complexity and institutional
caution produce other, steadier dynamics. It also looks at what research says about the human cost, when the
balance is off and the “right” adjustments are not landed.

II.  The Landscape of Remote Work Flexibility
2.1 Technology: Where Flexibility Is Part of the Brand
The technology sector did not just adapt to remote work it kinda built itself around the conditions that
make remote work possible, I mean, really. Cloud infrastructure, asynchronous communication tools, project
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management platforms, and distributed development pipelines all showed up before the pandemic, and they also
cut down the frictions that usually keeps knowledge workers tied to a physical office. So when COVID-19
arrived, a lot of tech firms could go fully remote within days, because the basic underlying infrastructure was
already there.

And the cultural side of it matters almost as much, not less. Tech companies historically went after
talent in pretty tight labor markets, so flexibility—over hours, location, and working style—has been part of the
value proposition given to engineers, product managers, and designers for a long time. The Flex Index data
from Q3 2024 said technology and telecommunications landed among the top three most flexible industries
worldwide, and insurance was in second place, at 91% of companies offering work location flexibility (FlexOS,
2024). That number suggests something more structural though: in tech, flexibility is not really a favor or a
concession to employee preferences. It’s more like a built in design principle that sits inside how the work
actually gets arranged and run.

The wellbeing outcomes tied to this approach are mostly positive, but not always, in fact not uniformly
so. There was a cross-sectional survey of 1,003 IT sector employees across 46 countries, run between March
and October 2024, and then published in Sustainability. It found that remote work consistently helped self-rated
health, supported perceived productivity, and encouraged more sound workplace routines (MDPI Sustainability,
2025). At the same time the study surfaced a kind of age related complexity that matters, because younger IT
workers, under 25, seemed to show higher stress with remote work. Meanwhile, mid-career folks aged 26-35,
reported reduced stress. That nuance is worth keeping in mind. Remote work is not an automatic win, even in
the sector that seems most naturally fitted for it.

2.2 Financial Services: Control, Compliance, and the Office

The financial sector’s relationship with remote work has always been more tangled up than it looks.
Banks , investment firms, insurance companies, and asset managers have to operate inside regulatory
surroundings that raise real compliance worries about data protection, client messaging, and supervisory
control. Some of those worries are fully valid too. A junior equity trader working from home on a not-quite-
secure network is just a different kind of risk than a software developer shipping changes from a home desk.

Past the rules, the sector also carries a cultural hangover of presenteeism , the quiet idea that being seen
in the office equals dedication, competence, and later career momentum. This attitude didn’t start during the
pandemic, it goes back decades and it has been weirdly hard to dislodge by the lived reality of 2020-2022,
when so much of the financial industry worked remotely without any obvious disaster.

Come 2024, 73% of financial services firms were running with at least some work-from-home setups,
according to Arizent research (American Banker, 2025). On paper, that number looks like the sector really did
go for flexibility, but it actually hides a more tangled reality. JPMorgan Chase rolled out a five day per week in
person requirement for almost everybody in January 2025. Goldman Sachs has kept a near full time office
posture since 2021. Other big banks picked middle ground in different ways , still the overall pull seems to be
back toward the office, not toward expanding flexibility any more.

The employee reaction to that shift has been pretty loud. A Bloomberg Markets Live Pulse survey
found that only about 20% of financial professionals genuinely prefer full-time office work, while more than
half say they’d rather have at least some hybrid arrangement (GOBankingRates, 2023). And maybe even more
important, roughly one in two workers in the financial sector said they would search for a new role if they had
to be in the office more often, which is a real headwind in an industry that already deals with high turnover,
especially among junior and mid-career staff.

As shown in Figure 1, the contrast in remote and hybrid adoption between the technology and financial
sectors, and the corresponding employee preference gap in financial services, illustrates a structural tension
between institutional policy and workforce expectation.
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Figure 1: Remote and Hybrid Work Adoption Rates and Employee Preference Scores in Tech vs. Financial
Sectors, 2024

This side-by-side grouped bar chart, is set up to compare two metrics actual remote hybrid adoption
rates, and employee preference for flexible arrangements across the technology sector and the financial services
sector as of 2024. The horizontal axis shows the two sectors, while the vertical axis counts the percentage of
employees. For technology, the adoption figure (around 43% hybrid or remote, as noted by Flex Index Q3 2024
) and the preference score sit pretty close to each other , which kind of suggests policy kindof aligns with what
employees want. For financial services though, adoption is still fairly strong (Arizent 2024 says 73% of firms
use some kind of hybrid model) yet the employee preference for flexibility runs way ahead of what current
return-to-office rules really make space for. In fact only about 20% of financial professionals seem to favor full
office work (Bloomberg MLIV Survey, 2023). So the main takeaway is the preference policy gap in financial
services it looks much wider than what we see in technology, and that mismatch is a structural cause of
workforce dissatisfaction, with real effects on retention and overall wellbeing.

III.  Well-Being Outcomes: What the Research Shows
3.1 The Benefits of Flexibility When It Works

Research on remote work and wellness kind of broadly lines up on this one key idea, that people’s
psychological health usually gets better when they have real control over where and how they actually work.
And according to a 2023 Pew Research Center survey, 56% of people said working from home increased
productivity, while 71% said it made it easier to balance work and personal life (Pew Research Center, 2023).
Then there’s the CIPD 2025 report too, where among remote and hybrid workers, 44% said improved employee
wellbeing was basically a direct consequence of flexibility (Pumble, 2026 citing CIPD 2025). Also by 2025,
79% of remote professionals reported lower stress, and 82% said their mental health was better once flexible
work arrangements were truly working for them (Chanty, 2026).

These changes don’t look like they’re just a random good outcome or some minor extra perk. It seems
more like they come from something fairly simple in how individuals relate to their employment in the first
place. In 2022, the World Health Organization and the International Labour Organization noted that mental
health at work is heavily shaped by psychosocial working conditions like job demands, autonomy, and whether
effort is met with reward (WHO & ILO, 2022). When that kind of support is present, remote work often
increases a worker’s sense of agency, cuts down the tiredness linked to commuting, and gives them more
influence over the physical setup where they focus. In real life, that usually translates into stronger wellbeing
outcomes.

Workers in the technology sector tend to notice these advantages especially, and importantly, when
organizations invest in the right tools and in management behaviors that actually make remote work run
smoothly, not just as an idea on paper. Great Place to Work’s 2025 review of the Fortune 100 Best Companies
showed that 97 of the top 100 companies support remote or hybrid work, and that output at those organizations
is roughly 42% higher than at a typical workplace.
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3.2 When Flexibility Becomes Its Own Stressor

Remote work doesn’t magically equal wellbeing. It’s more like , the circumstances around it really
matter a lot, and both sectors can slowly create places where the perks of flexibility fade fast, or sort of dissolve.

The biggest threat I see for wellbeing among remote workers is boundary erosion, basically the gradual
vanishing of the mental line between “work time” and “personal time.” When the office ends up in the same
space as, or the same building as the bedroom, a lot of people find it hard to properly switch off from their
professional duties. A 2024 report tied to the Headway app said that 56% of remote workers spend entire weeks
without leaving their homes, and one in four don’t talk with anyone for days (Newsweek, 2025). That level of
social detachment is a clear mental health hazard, no matter which sector someone is in.

And yes, technology workers are absolutely not off the hook. Younger IT professionals, as described in
the MDPI Sustainability research, show higher stress levels in remote setups, maybe because they haven’t built
stable routines yet, they get less separation between social ties and work networks, and they often rely more on
the office for mentoring or even just professional visibility (MDPI Sustainability, 2025). Then the NAMI/Ipsos
survey from 2024 added that 52% of employees broadly reported stress, isolation, or burnout as things that
counteract the positives of remote work, and this also shows up across sector lines (ankerhuisrehab, citing
NAMVU/Ipsos, 2024).

In the financial sector, the wellbeing challenge takes on a sort of different shape. Burnout in banking
isn’t really, primarily a remote work problem, it’s more like a workload and culture problem that remote work ,
does make feel worse in certain ways. Junior investment bankers are famously expected to work extreme hours;
you still hear reports of 100-hour working weeks pretty regularly in top tier investment banking roles
(Tearsheet, 2025). The human cost of that culture has become difficult to ignore at this point. In early 2025, the
death of a 28 year old investment banker, alongside reports of extreme lack of sleep and substance use , sparked
a wave of renewed calls for structural reform in financial sector working conditions (OnLabor, 2025).

Research that appeared in the International Journal of Economics and Management Sciences in 2025,
said burnout has a meaningful negative impact on employee performance in banking. It also found that turnover
intention tied to burnout works like an extra drag on how well institutions operate (Nugraini et al., 2025). Then,
The Access Group’s 2025 analysis of burnout across financial services pointed out that poor mental health
already costs UK employers as much as £56 billion each year, and financial services are listed among the
hardest hit sectors (The Access Group, 2025, citing Deloitte). A 2024 survey by LemonEdge showed 31% of
financial professionals planned to leave the industry because of pressure, and another 31% were looking for
internal transfers (Drilldownreports, 2025).

The weird irony is that return-to-office mandates, that many financial institutions defend in part on
wellbeing grounds, like they’re worried about the isolation risks of remote work, may end up swapping one
whole mess of wellbeing problems for a different set. Deloitte’s 2025 Gen Z and Millennial Survey found that
work is a top stressor for 42% of Gen Z respondents and 46% of millennials in high-pressure industries, plus
fewer than half said their employers actually prioritize mental health. And this shows up pretty clearly in
finance(Drilldownreports, 2025 , citing Deloitte 2025 ).

IV.  Structural and Cultural Differences Shaping the Gap
4.1 Trust, Autonomy, and Management Philosophy

A consistent thread running through the wellbeing research is that the psychological perk of remote
work kind of hinges on whether it is felt as real autonomy, or as a reluctant concession kind of, granted.
Workers who feel trusted to steer their own time and environment tend to respond very differently to remote
setups compared to those who feel like they are operating from home under watch, and subject to a switch at
any moment.

Technology companies have, broadly speaking, built cultures of output led steering, where
performance is judged on what gets shipped, released, or delivered rather than on how many hours someone sat
at a desk . That approach seems to fit remote work well, and it often preserves the autonomy feel that makes
flexible work genuinely useful. Managers at Great Place to Work’s top-rated firms described collaboration, not
co-location, as the key ingredient in team performance, with 84% of employees saying they could rely on
colleagues to cooperate, even if they did not share a physical office (Great Place to Work , 2025).

Financial sector management culture has been slower to make this transition. Like, the Bloomberg
survey finding that 40% of financial professionals are already back in the office four or more days per week
even before formal mandates were widely issued suggests that informal pressures around visibility and
presenteeism work on their own, sort of independently of official policy (GOBankingRates, 2023). When senior
leaders signal, even in a kinda implicit way, that physical presence lines up with career advancement,
employees read that message pretty clearly and then adjust accordingly. The outcome is a workforce that may
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technically have hybrid flexibility, but it does not experience that as real autonomy, and so it usually does not
get the wellbeing advantages that genuine flexibility often provides.

4.2 The "Always-On" Problem

Both sectors produce conditions that can turn remote work into some kind of extension of office hours,
rather than a true alternative to them . The average company now uses 88 workspace applications, and
employees lose about one hour per day , five hours per week, just searching for information that’s scattered
across too many tools (ankerhuisrehab, citing Qatalog/Cornell, 2024). That kind of fragmentation becomes a
source of cognitive fatigue , and remote workers in both tech and finance say it’s a pretty clear stressor.

For the financial sector there’s another layer of pressure too: regulatory demands and client-driven
deadlines that do not pause for time zones or for personal schedules. With hybrid and remote arrangements in
banking, the boundaries between work and rest get a bit blurred in ways many employees find harder to handle
than full office attendance , because back when they could physically leave the office once, that used to be a
straightforward signal to disengage. But now, without that cue, lots of financial workers say they are basically
always available. A longitudinal study in the International Journal of Occupational and Environmental Health ,
published in 2025, pointed out this “always-on” situation as a notable predictor of poor mental wellbeing among
remote employees (Zoierczyk-Zreda et al., 2025).

As illustrated in Figure 2, the wellbeing outcomes of remote and hybrid work arrangements differ
across the two sectors, shaped by the interaction of policy flexibility, management culture, and existing
workload pressures.

Technology Sector Financial Services Sector

(1) Policy Flexibilty ~ Favorable / Mixed / Unfavorable _Favorable / Mixed / Unfavorable

(formally available but often culturally constrained)

(2) Management Culture Mixed Favorable / Mixed / Unfavorable
(3) Workload Norms Favorable / Mixed / Unfavorable ~ Favorable / Mixed / Unfavorable

(4) Trust Orientation Favorable Favorable / Mixed / Unfavorable

(5) Wellbeing Outcome

Trajectory Largely Positive Largely Challenging

Figure 2: Key Drivers of Remote Work Wellbeing Outcomes in Tech vs. Financial Sectors, A Comparative
Framework

This sort of conceptual comparison diagram uses two parallel columns, one for the technology sector
and one for financial services, to show five key dimensions that shape remote work wellbeing outcomes, kinda
like a map. The dimensions are (1) Policy Flexibility, (2) Management Culture, (3) Workload Norms, (4) Trust
Orientation, and (5) Wellbeing Outcome Trajectory. Each dimension sits on a three-point qualitative scale
(Favourable / Mixed / Unfavourable for wellbeing), so it is not really a number thing.

In the technology column, Policy Flexibility and Trust Orientation are both rated Favourable, while
Workload Norms and Management Culture come out as Mixed. Then, for the Wellbeing Outcome Trajectory, it
is shown as Largely Positive. In the financial services column, Policy Flexibility is rated Mixed (technically
accessible, but often culturally constrained), Management Culture and Workload Norms are rated Unfavourable,
Trust Orientation stays Mixed, and the Wellbeing Outcome Trajectory is Largely Challenging.

Overall the framework knits together findings from CIPD 2025 research, Arizent 2024 data on
financial sector hybrid adoption, the MDPI Sustainability 2025 IT sector survey, and the Bloomberg MLIV
Survey 2023. It is meant to underline that policy alone does not really determine wellbeing, and that culture plus
trust are just as decisive, maybe even more in practice.
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V.  Conclusion
The comparison between remote work flexibility and employee wellbeing in the technology and
financial sectors, reveals something bigger than just a small tale about office attendance. it kind of points to a
more fundamental question about whether organizations are going to craft work around the psychological
requirements of the people doing it, or if they’re going to keep stuffing human beings into institutional
structures that were built before anyone really had to pause and think where work happens, and how.

In the technology space, work has been moving more toward that first option, partly because it was
necessary, partly due to cultural momentum, and partly because competitive pressure for talent made real
adaptation unavoidable. Financial services, on the other hand, has shifted more slowly. It is slowed down by
regulation, by established culture and also by a management philosophy that connects being seen with
performance in a way the evidence does not actually support.

That $438 billion annual cost tied to declining employee engagement globally isn’t really a technology
issue, and it isn’t a financial sector issue either. it is mainly an organizational design problem, and both sectors
have the ability to fix it, (Gallup, 2025). The BLS numbers, the WHO guidelines, the Gallup surveys, plus peer-
reviewed research all point the same way: when workers are treated with trust, their work is structured in a
smarter manner, their flexibility is not just a slogan, and managers meaningfully care about wellbeing, people
tend to perform better and also remain longer. The sectors that grasp that early will win the talent contest for the
next decade. The ones that confuse presenteeism with actual productivity will probably spend those years
explaining high turnover and weak engagement metrics to their boards.
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