
WHEN RETURN-TO-OFFICE 
IS ABOUT MORE THAN WORK

Leadership decisions about  where work happens are oft en f ramed as quest ions of product ivit y, 
collaborat ion, and cult ure. This research suggest s t hat  leaders' own mot ivat ions for pow er  and 
st at us may also shape t heir att it udes t oward remot e work, w it h import ant  implicat ions for how 
organizat ions make workplace decisions.

Why it  mat t ers
- Ret urn- t o- of f ice mandat es can af fect  

employee sat isfact ion, ret ent ion, 
engagement , and t rust .

- Leaders oft en assume resist ance t o remot e 
work is driven by organizat ional needs, but  
personal mot ivat ions may also play a role.

- Decisions about  workplace f lexibil it y 
inf luence cult ure, aut onomy, and 
percept ions of leadership credibil it y.

How  w e know

- Researchers examined public st at ement s 
f rom 259 Fort une 500 CEOs alongside 
measures of leader narcissism.

- Addit ional st udies involving hundreds of 
organizat ional leaders explored why some 
leaders oppose remot e w ork  more t han 
ot hers.

What  researchers found
- Leaders higher in narcissism  were more 

l ikely t o resist  remot e work.
- Resist ance was driven in part  by concerns 

about  losing pow er , cont rol , visibil it y, and 
st at us.

- Remot e work can reduce many of t he 
t radit ional signals of aut horit y and 
admirat ion t hat  some leaders value.

What  t his means
- Leadership decisions may be shaped by 

leaders' personal mot ivat ions as well as 
organizat ional considerat ions.

- Ef fect ive leaders dist inguish bet ween what  
benef it s t he organizat ion and what  
reinforces t heir own preferences or sense 
of aut horit y.

-  Sel f- aw areness is crit ical when evaluat ing 
policies t hat  af fect  employees' work 
experiences and organizat ional cult ure.
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Now  w hat ?
To make more ef fect ive workplace decisions, we suggest :

- Leaders should examine whet her t heir assumpt ions about  remot e work are 
grounded in evidence, organizat ional needs, or personal preferences.

- Teams should creat e opport unit ies for open dialogue about  how dif ferent  work 
arrangement s af fect  performance, collaborat ion, and well- being.

- Organizat ions should evaluat e workplace policies using object ive out comes and 
employee feedback rat her t han relying solely on leadership int uit ion.
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