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Remote Work from
2014 to 2024

Remote work refers to working away from a fixed, usual place of work
(i.e. on the road, at the customer's premises, in the home office or at other locations)

using mobile work devices (e.g. laptop, smartphone, tablet, etc.). (Weichbrodt & Schulze, 2020)

New Work in 2024

The term 'New Work' is not defined precisely. We understand it as a concept that
encompasses approaches, methods or ways of thinking that aim to make work more
meaningful and provide greater freedom, autonomy and personal responsibility.
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Remote work regulations differ significantly across organisations. In those
that allow remote work, specific rules are often defined — commonly setting
weekly or monthly limits.

The data presented does not suggest a return to stricter regulation; rather, a
slight tendency toward greater liberalisation is indicated.

New Work is not a niche phenomenon in Switzerland. New Work practices in the broad sense are widespread,
with 75% using at least one of them. Although individual practices in the narrow sense are not very common,
30% report using at least one. The presence of New Work practices is associated with higher levels of
psychological empowerment. The differences are most pronounced for self-determination and impact.
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Negative effects of remote work on collaboration and communication are not “strongly disagree” to 7 “strongly agree”
perceived by the majority. However, concerns about these issues should be

considered when designing future remote work practices.

for yourself and/or your team?”
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