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Abstract: The COVID-19 pandemic fundamentally reshaped global work arrangements, accelerating the transition from 

traditional office-based models to a hybrid work culture. This paper investigates the evolution of hybrid work, systematically 

analysing its perceived benefits and persistent challenges. Using a mixed-methods approach, we surveyed 250 full-time 

employees across information technology, financial services, and creative industries in India and the United States, 

supplemented by 20 in-depth semi-structured interviews. Quantitative data were analysed using descriptive statistics and t-

tests, while qualitative data were analysed using thematic analysis. Results indicate that 78% of employees value flexibility 

and autonomous time management as the primary benefit, with an average daily commute saving of 2–3 hours. However, 

40% of respondents reported significant difficulties collaborating on creative and innovative tasks. Additional challenges 

included digital fatigue (33%), blurred work-life boundaries (27%), and unequal home infrastructure. Notably, employees 

with dedicated home offices experienced 30% lower burnout rates than those working in shared or makeshift spaces. The 

study concludes that while hybrid work enhances individual autonomy and reduces structural costs, it introduces new forms 
of inequity and coordination friction. We recommend structured hybrid policies, manager training in output-based 

evaluation, and organisational investment in home-office infrastructure. Future research should examine long-term career 

progression and cross-cultural variations in the effectiveness of hybrid work. 
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I. INTRODUCTION 
 

 Background and Historical Context 

The concept of working outside a traditional office is not 

entirely new. In the 1970s, Jack Nilles coined the term 

"telecommuting" as a solution to reduce energy consumption 
and traffic congestion. Throughout the 1980s and 1990s, 

companies such as IBM, Hewlett-Packard, and AT&T 

experimented with remote work arrangements, though these 

remained limited to small percentages of their workforces. By 

the early 2000s, technological advancements—broadband 

internet, laptops, cloud computing—made distributed work 

technically feasible. Yet, cultural and managerial resistance 

persisted. Before 2020, only about 5–7% of full-time 

employees in the United States worked primarily from home. 

 

The 2020 pandemic served as an unplanned, global-scale 

experiment. Within weeks, nearly 90% of desk-based workers 

across developed economies shifted to full-time remote work. 

What was once considered a fringe benefit became a survival 

necessity. By 2021, organisations began transitioning to 

hybrid models—a partial return to offices combined with 

continued remote flexibility. 

 

 Key Definitions Used Throughout this Paper: 

 

 Hybrid work culture: An organisational model where 
employees divide their working time between a central 

physical office and a remote location (typically home), 

with some degree of choice or rotation. 

 Asynchronous work: Work activities completed 

independently without requiring simultaneous real-time 

interaction from colleagues. 

 Digital fatigue: Physical and mental exhaustion resulting 

from prolonged virtual meetings, screen time, and digital 

communication overload. 

 Proximity bias: Unconscious preference shown by 

managers toward employees who are physically present in 

the office, potentially disadvantaging remote colleagues. 

 Work-life integration: A model where professional and 

personal domains intentionally overlap, as opposed to rigid 

separation. 
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 Existing Evidence – Literature Survey 

A growing body of research has examined various 

dimensions of hybrid and remote work. Bloom, Han, and 

Liang (2021) conducted a field experiment at a large Chinese 

technology firm and found that hybrid work improved job 

satisfaction by 33% and reduced quit rates by 50% compared 

to full-office mandates. Similarly, Barrero, Bloom, and Davis 

(2021) estimated that American employees value commuting 

time savings at approximately 3,000–5,000 annually. 

 

However, countervailing evidence also exists. 
Rockmann and Pratt (2022) documented "collaboration 

friction" in hybrid teams, where spontaneous problem-solving 

and informal learning decline significantly. A Stanford 

University study (Choudhury, 2022) highlighted proximity 

bias, finding that managers rated in-office employees as 22% 

more reliable than remote colleagues performing the same 

work. 

 

The Gartner Hybrid Work Survey (2023) found that 48% 

of hybrid workers reported feeling less connected to their 

organisation's mission and culture. Furthermore, women and 

younger employees (under 30) reported disproportionately 

higher rates of burnout, partly due to "always-on" expectations 

and caregiving responsibilities that overlap with work hours 

(Vyas & Butakhieo, 2021). 

 

 Research Gap – What has not been Accomplished 
Despite the abundance of studies, several gaps remain. 

First, most existing research focuses either exclusively on 

productivity metrics or solely on employee well-being, rarely 

examining both simultaneously within a single integrated 

framework. Second, the vast majority of studies originate from 

North American and Western European contexts. Very little 

empirical work has been conducted in rapidly developing 

economies such as India, where home infrastructure, work-

related cultural norms, and urban commuting conditions differ 

substantially. Third, long-term career progression dynamics 

within hybrid models remain largely unexplored—

specifically, whether hybrid work helps or harms promotions, 

skill development, and access to mentorship over multi-year 

periods. Finally, existing literature tends to treat "hybrid" as a 

single category, whereas in practice, hybrid arrangements vary 

enormously by required office days, scheduling flexibility, 

and team coordination norms. 

 

 Objective – What this Study Plans to Accomplish 

 

 This Research Aims to: 

 

 Quantitatively measure the primary benefits of hybrid 

work as perceived by employees (flexibility, productivity, 

savings). 

 Identify and categorise the most pressing challenges 

(collaboration, burnout, equity). 

 Understand the relationship between homework 

infrastructure and employee well-being. 

 Propose a preliminary framework for implementing 

sustainable hybrid work. 

 

 Scope and Constraints 

 

 This Study is Limited to: 

 

 A sample of 250 white-collar, full-time employees. 
 Geographic coverage: India (70% of sample) and the 

United States (30%). 

 Industry sectors: Information technology (45%), financial 

services (30%), creative/media (25%). 

 Time frame: Data collected January–March 2025. 

 Exclusion of blue-collar workers, healthcare professionals, 

retail employees, and gig economy workers. 

 Self-reported data, which may introduce recall bias. 

 

II. MATERIALS AND METHODS 
 

 List of Materials Used 

 

Table 1 List of Materials Used 

Category Items 

Survey platform Google Forms (enterprise license) 

Questionnaire 22 items: demographics (6), Likert-scale (12), open-ended (4) 

Interview guide 8 semi-structured questions (e.g., "Describe a typical hybrid week") 

Recording tools Zoom native recording, Otter.ai transcription 

Quantitative analysis Microsoft Excel (descriptive statistics), SPSS v28 (t-tests, Cronbach's alpha) 

Qualitative analysis NVivo 14 (thematic coding) 

Participant hardware Personal laptops/desktops, internet connection (self-reported) 

Communication LinkedIn recruitment, email invitations, WhatsApp reminders (India only) 

 

 Step-by-Step Procedure 

 

 Phase 1: Instrument Development and Pilot Testing (Week 

1–2) 

We drafted the initial survey based on validated scales 

from existing remote work literature (Bloom et al., 2021; 

Rockmann & Pratt, 2022). The draft was reviewed by two 

university faculty members for content validity. A pilot test 

was conducted with 15 employees from the target industries 

(who were not included in the final sample). Based on pilot 

feedback, we reworded three ambiguous Likert items and 

added an open-ended question about home workspace 

infrastructure. 
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 Phase 2: Sampling and Recruitment (Week 3–5) 

We used a combination of purposive and snowball 

sampling. Recruitment posts were shared in professional 

LinkedIn groups and via HR contacts at five mid-to-large 

organisations. Inclusion criteria: employed full-time in a 

hybrid work model (at least one home day and one office day 

per week) for a minimum of six months. Exclusion criteria: 

fully remote or fully office-based employees. A total of 365 

individuals expressed interest; 250 completed the full survey 

(response rate: 68.5%). 

 

 Phase 3: Data Collection – Surveys (Week 3–6) 

The survey remained open for four weeks. Two reminder 

emails were sent. All responses were anonymised. Informed 

consent was obtained on the first page of the survey. 

 

 Phase 4: Data Collection – Interviews (Week 5–8) 

From survey respondents who volunteered for follow-up 

(n=87), we purposively selected 20 participants to represent a 

mix of industries, genders, ages, and home work 

arrangements. Each semi-structured interview lasted 30–45 

minutes via Zoom. Interviews were audio-recorded and 

automatically transcribed using Otter.ai, with manual 

cleaning. 

 

 Phase 5: Data Processing and Analysis (Week 8–12) 

Survey data were exported to Excel for cleaning 

(removed 18 incomplete or duplicate entries). Descriptive 
statistics (means, percentages, frequencies) were calculated. 

Independent t-tests compared IT vs. non-IT employees. 

 

Interview transcripts were imported into NVivo. Two 

researchers independently coded the first five transcripts using 

thematic analysis (Braun & Clarke, 2006). Codes were 

consolidated into themes: "benefits," "challenges," 

"infrastructure equity," "manager visibility," and "ideal hybrid 

structure." 

 

 Tools and Instruments for Data Analysis – Reliability and 

Validity 

 

 To Ensure Reliability and Rigour: 

 

 Internal consistency: Cronbach's alpha for the 12 Likert-

scale items was 0.86, exceeding the acceptable threshold 
of 0.70. 

 

 Content validity: The survey was reviewed by two PhD-

level researchers in organisational behaviour. 

 

 Triangulation: Quantitative survey findings were directly 

compared with qualitative interview quotes to confirm or 

disconfirm patterns. 

 

 Inter-coder reliability: Two researchers coded 20% of 

interview transcripts independently. Agreement was 89%, 

indicating high reliability. 

 

 Audit trail: All survey data, cleaned transcripts, and coding 

matrices are stored in a university-affiliated secure drive, 

available for verification. 

 

III. RESULTS AND DISCUSSION 
 

 Data and Visuals (Described) 

The following visual representations were generated 

from our dataset: 

 

 Bar chart – Top perceived benefits: Flexibility (82% of 
respondents), Commute time saved (78%), Better focus for 

deep work (59%), Reduced office costs (44%). 

 

 Pie chart – Biggest daily challenges: Collaboration 

difficulty for creative tasks (40%), Digital fatigue from 

excessive meetings (33%), Blurred work-life boundaries 

(27%). 

 

 Line graph – Average daily screen time: Increased from 

6.2 hours (pre-hybrid, recalled) to 8.7 hours (current 

hybrid). 

 

 Heatmap – Burnout by home workspace type: Dedicated 

home office → 22% burnout rate; Shared bedroom/corner 

→ 48% burnout rate; Kitchen/dining table → 52% burnout 

rate. 

 

 Stacked bar – Preferred hybrid model: 62% wanted 2 fixed 

office days + 3 home days; 22% wanted complete freedom; 

12% wanted full remote; 4% wanted full office. 

 

 Explanation of Results 

 

 Benefit 1: Flexibility and Autonomy 

Seventy-eight percent of respondents rated "control over 

my daily schedule" as extremely or very important. One 

participant commented: 

 

*"I can take a 30-minute break to pick up my child from 

school and then finish my work at 9 PM. That would have been 

impossible before hybrid."* (Female, finance, India) 

 

 Benefit 2: Commute Time Savings 
The average reported one-way commute pre-hybrid was 

1 hour 15 minutes. Hybrid employees saved approximately 2–

3 hours per office day avoided. Several participants used saved 

time for exercise, family, or skill development. 

 

 Benefit 3: Deep Work Productivity 

Fifty-nine percent felt more productive at home for 

individual tasks (coding, writing, analysis). However, routine 

task productivity improved more than creative task 

productivity. 

 

 Challenge 1: Collaboration Breakdown 

Forty percent identified creative collaboration as their 

top difficulty. Interview data revealed nuance: 

 

https://doi.org/10.38124/ijisrt/26jun219
http://www.ijisrt.com/


Volume 11, Issue 6, June – 2026                                 International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                                                  https://doi.org/10.38124/ijisrt/26jun219 

 

 

IJISRT26JUN219                                                                 www.ijisrt.com                       49 

"My team is great at async execution—tickets, emails, 

updates. But innovation? Dead. No one just throws ideas 

around anymore." (Creative lead, US) 

 

 Challenge 2: Digital Fatigue 

Average daily screen time rose by 40%. Participants 

reported "back-to-back Zoom marathons" and feeling 

"emotionally drained without leaving home." The absence of 

natural breaks (walking between meeting rooms) was 

frequently mentioned. 

 

 Challenge 3: Unequal Infrastructure 

The heatmap finding is striking: employees with 

dedicated home offices reported 30 percentage points lower 

burnout than those working from kitchen tables. One 

participant explained: 

 

"I work from my bedroom. At the end of the day, I close 

my laptop and I'm still in my 'office.' I never truly leave work." 

(Junior analyst, India) 

 

 Challenge 4: Proximity Bias 

Forty-four percent felt they had missed informal 

conversations that led to opportunities: 

 

"I've been remote three days a week for two years. My 

colleague who goes in five days gets all the small 'can you help 

with this' projects. Guess who got promoted?" (Senior analyst, 
US) 

 

 Discussion – Attaching Meaning to Results in Present 

Research Context 

Our findings both confirm and extend existing literature. 

The strong preference for flexibility aligns with Bloom et al. 

(2021) and Barrero et al. (2021). However, the magnitude of 

collaboration difficulty (40% citing creative work harms) is 

higher than previously reported in Western studies, possibly 

because our sample includes a large Indian contingent where 

informal, hierarchy-blurring communication is culturally 

central. 

 

The infrastructure inequity finding is particularly 

important. It suggests that hybrid work, rather than being 

universally beneficial, may inadvertently widen intra-

organisational inequality. Employees with financial or spatial 
privilege (extra bedroom, quiet environment) thrive; those in 

constrained homes suffer disproportionately. This echoes 

digital divide research but applies it within a single company's 

walls. 

 

The observed proximity bias phenomenon introduces a 

paradox: hybrid work improves individual flexibility but may 

harm career fairness unless deliberately managed. 

Organisations cannot simply "set a policy and step back." 

Active interventions—such as rotating in-office weeks, 

requiring managers to document output-based evaluations, 

and anonymising project assignments—may be necessary. 

 

Notably, only 4% of our sample wanted full office return, 

and only 12% wanted full remote. The vast majority desired 

structured hybrid: predictable, shared norms, not complete 

freedom. This contradicts the popular assumption that all 

employees want maximal autonomy. Instead, clarity and 

predictability seem equally valued. 

 

IV. CONCLUSION 
 

 Objective Restatement 

This study set out to understand how hybrid work culture 

has evolved, to quantify its benefits and challenges, and to 

identify conditions that make hybrid work sustainable and 

equitable. 
 

 Review of Key Findings 

 

 Benefits are real and substantial: Flexibility, commute 

savings, and individual deep work productivity are highly 

valued by the majority of employees. 

 Challenges are equally significant: Creative collaboration 

suffers, digital fatigue is widespread, and work-life 

boundaries blur dangerously for some. 

 Infrastructure is not neutral: Employees without dedicated 

home workspaces experience burnout at nearly double the 

rate of those with proper home offices. 

 Proximity bias threatens fairness: Career advancement 

may unintentionally favour employees who choose (or can 

afford) more office days. 

 Structured hybrid is preferred: Most employees reject both 
full office and complete freedom; they want predictable, 

shared hybrid norms. 

 

 Implications and Applications 

 

 For Organisational Leaders and HR Professionals: 

 

 Adopt structured hybrid policies with clear core 

collaboration days, not vague "come whenever." 

 Provide home office subsidies (ergonomic chairs, 

monitors, internet stipends) to reduce infrastructure 

inequity. 

 Train managers explicitly on output-based evaluation and 

awareness of proximity bias. 

 Implement digital wellness protocols (e.g., no-meeting 

Wednesdays, 50-minute meeting default). 

 

 For Employees: 

 

 Negotiate clear expectations about availability and 

response times. 

 Create physical and ritual boundaries (e.g., closing laptop 

and walking outside briefly). 

 Proactively document contributions for visibility. 

 

 For Policymakers: 

 

 Consider tax deductions or employer incentives for home 

office equipment. 

 Fund research on hybrid work's long-term career effects. 
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 Recommendations for Future Research 

 

 Longitudinal study (3–5 years): Track the same cohort of 

hybrid employees to measure actual promotion rates, skill 

development, and attrition over time. 

 Cross-cultural comparative research: Compare hybrid 

work outcomes in collectivist vs. individualist cultures, 

and in countries with different urban infrastructure and 

commute patterns. 

 Intervention studies: Randomly assign teams to different 
hybrid models (e.g., fixed 2 days vs. free-choice) and 

measure objective productivity, innovation metrics, and 

well-being. 

 Blue-collar and gig worker inclusion: Extend hybrid/work-

from-home research beyond desk-based employees to 

service, manufacturing, and platform workers. 

 Development of a "Hybrid Health Index": A standardised 

tool for organisations to self-assess their hybrid model's 

performance across productivity, equity, and well-being 

dimensions. 
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