
 

 

 

 

 

 

 

International Journal of Multidisciplinary 
Research in Science, Engineering and Technology 

(A Monthly, Peer Reviewed, Refereed, Scholarly Indexed, Open Access Journal) 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Impact Factor: 8.206 Volume 8, Issue 7, July 2025 
 



© 2025 IJMRSET | Volume 8, Issue 7, July 2025|                                          DOI:10.15680/IJMRSET.2025.0807035 

 

IJMRSET © 2025                                                   |    An ISO 9001:2008 Certified Journal     |                                                11328 

A Study on It Employee Perception Towards 

Hybrid Working Mode 
 

Dr. R. Suresh, Akshaya S, Shenbagavel M 

Associate Professor, Sri Sairam Institute of Management Studies, Sri Sairam Engineering College, Chennai, India 

Scholar, Sri Sairam Institute of Management Studies, Sri Sairam Engineering College, Chennai, India 

Scholar, Sri Sairam Institute of Management Studies, Sri Sairam Engineering College, Chennai, India 

 

ABSTRACT: This study investigates IT employees' perceptions of hybrid work models, a rapidly evolving paradigm 

in the post-pandemic era. It aims to understand their attitudes towards flexibility, productivity, work-life balance, 

collaboration, and career development within a hybrid framework. The research employs a quantitative approach, 

surveying a diverse sample of IT professionals currently engaged in or transitioning to hybrid work. Key areas of 

exploration include the perceived benefits (e.g., autonomy, reduced commute stress, greater control over personal time) 

and challenges (e.g., communication breakdowns, maintaining team cohesion, blurred boundaries between work and 

personal life, potential impact on mentorship). Furthermore, the study delves into the influence of organizational 

culture, technological infrastructure, and leadership support on these perceptions. It examines how varying levels of 

these factors impact employees' ability to thrive in a hybrid environment. The findings will provide valuable insights 

for organizations seeking to optimize their hybrid work strategies, fostering an environment that balances employee 

well-being with operational efficiency and business objectives. This abstract highlights the growing importance of 

understanding employee perspectives to effectively navigate the complexities of modern work arrangements in the IT 

sector and offers a pathway for developing more sustainable and equitable hybrid work policies. 

 

KEYWORDS: Hybrid Work, IT Employees, Productivity, Job Satisfaction, Remote Work, Work-Life Balance, 
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I. INTRODUCTION 

 

The term ‘Hybrid’ has been used in many ways over time, and recently it signifies the blending of technology with 

human lifestyles. Our way of life is shaped by culture and various systems that govern different aspects of life such as 

family, education, society, and work. Each of these domains operates within structured systems that provide order and 

direction, enabling individuals and organizations to function effectively. Systems ensure progress and coordination, 

balancing order with flexibility. In workplaces, systems define rules about where and when employees work, reporting 

structures, and work hours. These systems shape the work environment and workflow dynamics. The hybrid work 

model—a mix of remote and in-office work—has become a revolutionary approach in the IT sector, especially in India. 

It has been widely accepted by both employees and employers due to its many benefits, including improved work-life 

balance, reduced commuting time, and increased autonomy. Reports like Unispace’s Global Workplace Insights 2024–
25 reveal that over 97% of Indian IT workers and 98% of employers are satisfied with hybrid arrangements, 

outperforming global satisfaction rates. 

 

II. REVIEW OF LITERATURE 

 

Dr. B. Thayumanavar’s (2024): This research Hybrid work improves productivity, flexibility, and job satisfaction but 

faces challenges like communication gaps and cybersecurity risks. Success requires clear policies, leadership, and 

digital tools.  

 

Furtado, and Plácido Pinheiro (2015): Says that The thought ofTelework is defined as remote work supported by 

technology, requiring a clear execution model with flexible work programs, staff, and rules. The study analyzed a 

company implementing flexible work (FW) using two methods of Verbal Decision Analysis (VDA).  
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Prithwiraj (Raj) Choudhury, Tarun Khanna, Christos A. Makridis, Kyle Schirmann(2022): Tell that Hybrid 

work is emerging globally as a new work arrangement affecting productivity and collaboration. A randomized study in 

an Asian company showed that a moderate number of in-office days increased communication and innovation.  

 

Monika Grzegorczyk, Mario Mariniello, Laura Nurski and Tom Schraepen (2021): Tell that Post-COVID-19, 

work decisions are less pandemic-driven as remote work proves effective. Employees in suitable roles maintain 

productivity while working remotely. Telework enables new work processes. This shift can boost overall productivity. 

 

Gajendran & Harrison (2007) and related studies: Found that Hybrid work improves job satisfaction and work-life 

balance but poses task challenges. Flexibility boosts engagement and productivity per Social Exchange Theory. 

Women benefit from hybrid models yet struggle with work-life boundaries. Effective communication and in-person 

collaboration remain essential for success. 

 

NEED FOR THE STUDY 

The hybrid work model has reshaped IT workplaces, requiring a deeper understanding of employee needs and 

expectations. It is important to study work-life balance, productivity, and performance differences between remote and 

in-office work.The model’s effect on tasks like coding, support, and cybersecurity must be evaluated. Employee 

satisfaction, stress, and boundary-setting also demand attention.Organizational support, tools, policies, and security 

challenges are key areas of concern. Lastly, the study explores career growth, mentorship, and recognition in hybrid 

settings. 

 

OBJECTIVE OF THE STUDY 

Primary Objective: 

To analyze the perception of IT employees towards the hybrid working mode and its impact on their productivity, job 

satisfaction, and overall work experience. 

 

Secondary Objectives: 

• To assess the impact of hybrid work on IT employees' productivity and efficiency. 

• To evaluate the effects of hybrid work on employee work-life balance and mental well-being. 

 

SCOPE OF THE STUDY 

The scope of the study revolves around understanding IT employees' perceptions of the hybrid working model and its 

impact on their professional and personal lives. It focuses on key areas such as productivity, job satisfaction, work-life 

balance, collaboration, organizational support, and career growth. The target population includes IT professionals like 

software developers, system administrators, cybersecurity experts, project managers, and support staff working in 

organizations that have adopted hybrid models. Geographically, the study may concentrate on a specific region or 

consider global trends based on data availability. 

 

III. RESEARCH DESIGN 

 

DATA COLLECTION 

In this study both primary and secondary data are used 

Primary data: The primary data is collect through these questionnaire serve as a cornerstone of the study’s analysis, 

capturing the wide range of perspective and experience.  

 

QUESTIONNARE: 

The primary data was collected using a structured questionnaire. The structured questionnaires that were framed and 

designed consists of Likert 5 point scale, Multiple choice question, Ranking question 

 

SAMPLE SIZE 

Sample size pertains to the quantity of items chosen from the population to form a sample, and an ideal sample size 

meets criteria for efficiency, representativeness, reliability, and flexibility. Through the simple random sampling 

technique, respondents are chosen for the study's objectives. In this instance, data is gathered from 73 respondents via a 

questionnaire. 
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TOOLS USED FOR SAMPLING 

1 KRUSKAL-WALLIS H TEST 

To find the H test between income and job security.  

 

HYPOTHESIS 

 

NULL HYPOTHESIS (Ho): There is no significant relation between income and job security. 

ALTERNATIVE HYPOTHESIS (H1): There is a significant relation between income and job security. 

 

 SHOWING THE H TEST BETWEEN INCOME AND JOB SECURITY RANKS 

 

INCOME  N MEAN RANK 

JOB SECURITY      1 

                                  2 

                                  3 

                                  4 

                                 TOTAL 

14 

22 

22 

15 

73 

36.18 

39.34 

33.52 

39.43 

 

INTERPRETATION: 

From the above table 2.2.1, Ho is accepted and H1 is rejected as the significant value of job security score is 0.761 

which is greater than 0.05. So, there is no significant relation between income and job security. 

 

CORRELATION 

To find correlation between satisfied level with hybrid working model and how hybrid work impacts productivity. 

 

HYPOTHESIS  

NULL HYPOTHESIS(Ho): There is no significant relation between satisfied level with hybrid working model and how 

hybrid work impacts productivity. 

ALTERNATIVE HYPOTHESIS(H1): There is significant relation between satisfied level with hybrid working model 

and how hybrid work impacts productivity. 

 

SHOWING THE CORRELATION BETWEEN SATISFIED LEVEL WITH HYBRID WORKING MODEL 

AND HOW HYBRID WORK IMPACT PRODUCTIVITY. 

 

 Satisfied  Productivity  

Spearman’s rho  satisfied  correlation coefficient 

                                                       Sig.(2-tailed) 

                                                        N            

     

                            Productivity   correlation  coefficient       

 Sig .(2-tailed) 

                                                          N 

1.000 

 

73 

 

.238 

.042 

73 

.238 

.042 

73 

 

1.000 

 

73 

 

INTERPRETATION: 

 Ho is rejected and H1 is accepted because the results revealed a moderate positive correlation (ρ = 0.238, p < 0.001), 
indicating a positive but weak correlation between satisfaction with the hybrid working model and productivity. 
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IV. SUMMARY OF FINDINGS, SUGGESTION 

 

FINDINGS  

o The majority of respondents (32.9%) are in the age group of 20-24 years. 

o 24.7% of the respondents belong to the age group of 35-44 years. 

o 17.8% of respondents are above 55 years of age. 

o The age group 25-34 accounts for 13.7% of respondents. 

o Only 11% of respondents are in the 45-55 age group. 

o A larger proportion of respondents are female (56.2%) compared to male (43.8%). 

o Regarding family type, 53.4% of respondents belong to a nuclear family, while 46.6% are from a joint family. 

 

SUGGESTIONS  

⮚ Tailored Flexibility: Recognize that a significant portion of employees prefer a hybrid model with 3-4 days of 

working from home (39.7%), and a notable segment (24.7%) prefers full-time remote work.  

⮚ Address Disconnection: The primary challenge identified is employees feeling disconnected from the team (42.5%). 

Implement strategies to foster stronger team bonds and social interaction, such as regular in-person team-building 

events, dedicated collaboration days, or virtual social gatherings. 

⮚ Enhance Collaboration Tools: With 15.1% reporting difficulty in collaboration/communication, invest in and train 

employees on advanced digital collaboration tools that facilitate seamless communication and project management 

regardless of location. 

⮚ Support for Home Office Environments: Since distractions at home affect 21.9% of respondents, consider offering 

stipends or resources for employees to set up more conducive home office environments (e.g., noise-canceling 

headphones, ergonomic furniture). 

⮚ Ensure Resource Access: Address the 12.3% who feel a lack of access to office resources by ensuring all necessary 

tools, software, and physical resources are accessible remotely or made readily available during office visits. 

 

V. CONCLUSION 

 

The analysis of the survey data on hybrid work reveals a workforce that largely embraces flexibility but with nuanced 

preferences and concerns. While a significant majority of respondents express satisfaction or moderate preference for 

hybrid models, highlighting their positive impact on work-life balance and productivity, a substantial portion still 

values traditional office settings or desires improvements within the hybrid framework. Key challenges identified 

include feelings of disconnection from the team and distractions at home, underscoring the need for enhanced 

communication strategies and supportive home office environments. Furthermore, employees prioritize career growth 

and collaboration alongside flexibility and work-life balance, suggesting that successful hybrid policies must 

strategically integrate opportunities for professional development and seamless teamwork.  
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