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Abstract

The rise of hybrid work models, blending remote and onsite work arrangements, has become increasingly prevalent in today's workforce,
especially in the IT industry. The research aims to determine the effects of a hybrid-work model on the job satisfaction of tech
professionals, focusing on key factors including onsite work, remote work, flexibility, communication, and safety. Using reliability test,
CEA and structural analysis, data collected from a sample of tech professionals was analysed to measure the connection among varions
work arrangements and satisfaction of job. The findings reveal significant positive associations between job satisfaction for both onsite
and remote work. Additionally, flexibility and effective communication emerged as important factors positively influencing job
satisfaction among tech workers in hybrid work environments. Furthermore, our study underscores the importance of safety considerations
in hybrid work settings. While safety showed a smaller effect size than other factors, it still exhibited a significant relationship with job
satisfaction, highlighting the significance of providing a safe and secure work environment for tech professionals. These findings contribute
to considering how hybrid work models impact job satisfaction in the technology sector. Employers and organisations can leverage these
insights to optimise their hybrid work policies, empbasising flexibility, communication, and safety factors to enbance overall job
satisfaction among tech employees.
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Introduction

The term 'Hybrid' is not unfamiliar, having been utilised in vatious contexts over the years. In recent times,
'hybrid' has taken on a new connotation, describing the integration of technology into people's daily lives.
By April 2020, approximately 81 per cent of professionals found themselves in nations where the
termination of businesses was mandated during the pandemic (ILO 2020a). A swift shift from office-based
work to remote arrangements, facilitated by adaptable localisation, emerged as a vital resolution.
Nevertheless, this transition seemed transient. Telecommuting, often conducted from home offices, has
become commonplace, offering increased flexibility in time and location. However, this model entails
employees carrying out their duties within the confines of their homes alongside family members, posing
challenges to ensuring their rights and welfare efficiently (Wang et al., 2023). It has been observed that
employment hours, family responsibilities, and social interactions all overlap (Xue and McMunn, 2021).
Due to ongoing lockdowns, individuals have few chances to enjoy leisure activities outside their residences.
As an outcome, several workers have exceeded the contractually stipulated maximum number of hours
worked, negatively impacting their general comfort and output (Nemteanu and Dabija, 2023). Como et al.
(2021) noted that the current employment environment has adversely affected employee stress levels and
overall health. While the traditional eight-hour workday remains widely supported by workers, it is plausible
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to anticipate a growing prominence of nonstandard or alternative work schedules in the post-COVID
period, as Bolino et al. (2020) suggested.

The trend toward remote work, whether from home or elsewhere, is expected to endure, with the home
office becoming integral to the work landscape. However, have stakeholders considered the preferences of
employees? Some employees have changed their mindsets due to the mandated move to remote work,
seeing its benefits, while others can be willing to revert to conventional work environments (Vayre et al.,
2022). It is critical to comprehend employees' preferences concerning wotk location and schedule. High
levels of productivity, performance, and satisfaction can be sustained in workplaces built with employees
in mind and exhibiting organisational resilience. These environments are expected to prosper and remain
competitive in the future (Asgari et al., 2022).

Literature Review

Cook et al. (2020) proposed a hybrid work plan that combines conventional office-based work and
telecommuting. This approach integrates both traditional and remote work practices, and workers can use
ICTs as needed to work from any remote location, like their home, a coffee shop, a co-working space, or a
dedicated office area. According to Halford (2005), the dynamics of work, management, and organisation
are altered by hybrid work in the organisational, virtual, and home domains. This study emphasises the
hybrid work model, which divides professionals' work petiods between the workplace and their homes.
While there are advantages to both individuals and employers from this combination of in-office and
remote work, there are also potential drawbacks due to the unique qualities of each work environment.

The idea of remote work has been studied by many academics, who have looked at how it affects managers,
workers, companies, and organisational culture. Customarily, Employees have seen remote work as
beneficial since it allows them to complete things outside of the traditional office environment. It enables
people to arrange their workday to accommodate personal commitments and handle work-related and non-
work-related tasks. Employees who would otherwise have to commute gain from working remotely as well,
as it saves them money and time on transportation and provides cost savings for employers through reduced
facility expenses. Remote work affords greater flexibility in managing time and can improve concentration
and output in a home office setting when specific requirements are satisfied, like visual seclusion, low noise
levels, and lack of distractions (Yang et al., 2021). Technology and technical assistance must be available.
(Haines et al., 2002). Overall, according to Charalampous et al. (2019), WEFH can cultivate a more optimistic
perspective, enhance job satisfaction, bolster work commitment, and reduce stress levels among employees.

Conversely, drawbacks of remote work include employee unavailability during crucial times, missed
deadlines, reduced flexibility in problem-solving and difficulties in keeping track of workers' performance
and availability. The negative consequences of less social contact and more work accumulate over time
(Ellison, 1999). Furthermore, it contends that remote workers frequently put in longer hours, exacerbating
family dynamics and work-life balance issues. Additionally, working for extended periods without taking
enough breaks can harm one's physical and psychological condition, including human complications,
pressure, despair, and moods of loneliness (Tavares, 2017).

Physical presence in the office facilitates employee collaboration and face-to-face contact, which has been
shown to benefit performance, creativity, and productivity (Cajkova et al., 2023). These elements emphasise
the major benefits of working in an office or onsite, frequently offering strong arguments to keep these
work environments in place. However, the effectiveness of the office environment depends on how it is
designed. Open-plan workplaces improve communication and give employers more control over worker
petformance, but loud environments make it difficult for workers to focus on their work. Furthermore,
introverted workers may find it difficult to function in crowded offices, which can cause tension, anxiety,
and decreased output (Needle and Mallia, 2021). Furthermore, there can be disadvantages to working from
the office, like being closely watched and having less privacy (Ding, 2008).

Some duties no longer require a physical workstation when work dynamics change. Despite being a
relatively new phenomenon in professional contexts, hybrid employment is not without its benefits and
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pitfalls. It is becoming more and more evident that mixed employment benefits both firms and people.
This restructuring of work can improve work-life balance, Zwanka & Buff (2021), since it provides staff
more freedom and self-sufficiency to choose their work schedule and location and allows them to manage
their personal, professional, and familial responsibilities. Additionally, it improves efficiency, which is a
major advantage (Igbal et al., 2021). Employers can use it to improve employee safety, lower operating
expenses related to a reduction in office space, and improve workspace quality and design.

The use of mixed work arrangements has increased in response to the pandemic as companies balance
employee health and safety with business continuity. Employee desire for flexible work arrangements has
increased, as evidenced by over half of the workers (47 per cent) considering secking a new job if their
current employer did not provide a hybrid work arrangement. The McKinsey American Opportunity
Survey, which involved 25,000 Americans and was carried out in partnership with Ipsos, offers distinctive
perspectives on how employees are integrating flexible work into their lives and emphasises the increasing
demand for hybrid work arrangements (McKinsey, 2022).

Al Riyami et al. (2023) led research to explore the impact of remote work preparations on worker
perspectives, particulatly focusing on WLB and work motivation (WM). They noted the increasing reliance
on WFH globally due to the epidemic and aimed to comprehend the association between Remote Work
and WLB while considering mediating elements like work-family conflict (WFC) and job motivation.

In a separate study, John Hopkins et al. (2023) investigated the rising adoption of the effects of hybrid work
models on knowledge workers' job satisfaction and work-life balance were investigated. Through semi-
structured interviews with Australia's top HR administrators, common hybrid work arrangements and the
essential infrastructure and support systems required were identified.

Fiona Niebuhr et al. (2022) examined WFH's impact on German professionals, particularly investigating
stress levels, employment competence, and job satisfaction. The study underscored the beneficial effects of
adequate technical resources on both job satisfaction and employee well-being by analysing data gathered
from a panel survey of workers spanning diverse industries. The findings shed light on potential
interventions to improve WEFH conditions and stressed the significance of legislative regulations governing
remote work arrangements.

Amaya Erro-Garces and colleagues (2022) their findings indicated that a favourable homeworking practice
indirectly enhanced well-being by improving (WLB) work-life balance. Additionally, the research
highlighted notable variations in telework preferences, implying that individuals who had damaging
homeworking practices during COVID might display a reduced inclination towards homeworking in the
future.

Tunk, N., and Kumar, A. A. (2023) aimed to understand how different work alignments with HWM
influence employees' general well-being and their preferences for work settings. Their investigation focused
on various office-based and remote work activities, aiming to provide businesses with valued perceptions
for creating upcoming offices that reflect workers' partialities and well-being.

According to Anute, N. B., Kabadi, S., & Ingale (2019), job searchers today have elevated anticipations for
recruiters, with technological innovations making the talent acquisition process both simpler and more
complex. Recruiters are increasingly utilising social media platforms as marketing tools and additional
sources of knowledge for hiring managers and job candidates.

Research Gap

The hybrid work model's influence on the job satisfaction of tech professionals amid the pandemic has
received notable attention. While numerous studies have explored various aspects such as onsite work,
remote work, flexibility, communication, and safety within this framework, there is a notable research void
regarding the complex interrelationship among these elements and their individual effects on job
satisfaction. Existing research often provides insights into isolated aspects, such as the advantages of remote
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work for work-life balance or the challenges of maintaining team communication in a hybrid setting.
However, there is a lack of thorough examination that incorporates these components to offer a full
knowledge of their combined influence on IT professionals' job happiness. Additionally, the literature tends
to be largely circumstantial or based on short-term observations, lacking longitudinal studies that can
capture evolving trends and adaptations over time. Moreover, there is limited exploration into the
differential experiences of various demographic groups within the tech workforce, such as gender, age, or
job role, which may experience the hybrid work model and its associated factors differently. Addressing
these gaps in research is essential for guiding organisational policies and practices aimed at enhancing the
well-being and productivity of technology professionals amidst the continuing pandemic and into the
future.

Materials and Methods
Research Problem

Adopting hybrid-work models, relating remote and onsite work, presents both opportunities and challenges
for tech professionals. While the hybrid work model offers flexibility and autonomy, it also introduces new
communication, collaboration, and work-life balance dynamics. Understanding how the hybrid work model
influences job satisfaction among tech professionals is essential for organisations seeking to optimise their
workforce management strategies and support employee well-being. However, comprehensive studies
exploring the several aspects of job satisfaction within the framework of the hybrid work model are scarce,
including its effects on individual performance, team dynamics, managerial practices, work-life balance, and
organisational culture.

Olyjectives of the Research

1. To identify the HWM attributes in the IT sector.

2. To evaluate the impact of HWM attributes on tech professionals' job satisfaction.
Hypothesis of the Research
Ho1: There is no significant relationship between HWM attributes and tech professionals' job satisfaction.
Research Methodology
Sampling Design
The techies of particular IT organisations in Pune that produce software make up the sampling unit for this
study. A multi-phase sampling process is used. Using Purposive Sampling, six IT companies in Pune are
chosen in the first stage. Up to twenty businesses have been contacted to collect the primary data. However,
only the following five businesses offered support. Thus, Tech Mahindra, Mindbowser, Synechron,
Pubmatic, and Cyient Ltd. are the companies that have been chosen. One hundred employees from each
organisation were chosen in the second stage, using convenience sampling, resulting in a sample size of 500
employees. Reliability, structural model, and Confirmatory Factor Analysis are the statistical tools utilised
in AMOS.
Results of Data Analysis
Reliability Test

Table 1. Case Processing

N Percentage
| Valid 500 100
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Cases Excluded? 0 0

Total 500 100

Table. 2. Statistics of Reliability

Cronbach's Alpha N of Statements
812 15

Cronbach's alpha is a mettic used to evaluate reliability, showing the degtee of cotrelation between
statements on a scale or exam. In Table 2, the Cronbach's alpha coefficient for the situation is 0.812, with
a scale comprising 15 items. This coefficient suggests a relatively high level of internal consistency among
the scale items, suggesting that they measure a common underlying construct or characteristic consistently.
Cronbach's alpha scores above 0.70 are generally measured as satisfactory for research purposes; thus, a
value of 0.812 indicates good internal consistency reliability for the scale.

Confirmatory Factor Analysis of Hybrid Work Model

Factor Loadings

Factor loadings show, on a scale of -1 to 1, the degree of correlation between a latent variable and an
observable variable. A loading of 1 indicates a good progressive association, as a loading of -1 signifies a
perfect pessimistic relationship. A loading of 0 specifies no association among the factors. Loadings
exceeding 0.5 typically suggest a moderate to strong relationship, while those below 0.5 may indicate a
weaker relationship, possibly showing issues such as a poorly defined factor or an observed variable that
inadequately measures the underlying construct (Hair et al., 1998). This criterion is a guideline for assessing
the strength of connections among experiential and latent variables. In production issues and firm

performance, variables are examined for their factor loadings via a path model, as represented in Figure 1
below.
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Figure 1. Co-efficient of the path model —Hybrid Work Model (HWM)
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REMOT (Remote Work), ONSIT (Onsite Work), COM (Communication), SAFET (Safety) and FLEXI

(Flexibility).
Table 3. Standardised Regression Weights
Code | Items Estimate | Item Variable Name
Removed
I possess the essential tools to maintain
r4 communication with my colleagues while | .599
working remotely.
Remote work has led to a decline in my Remote work
3 . .648
productivity.
Working remotely enables me to maintain the
2 same level of productivity as I do at my regular | .707
work location.
1 I am equipped with the necessary resources for 875
remote work success. '
o3 I value collaborative teamwork in my approach 16
to work.
o0 R@urnmg to my office, production facility, or 735 Onsite work
client worksite feels comfortable to me.
I eagetly anticipate the prospect of returning to YES
ol . .398
my work site.
Insights gleaned from our virtual work
c2 experiences will enhance our organisation's | .627 _
. Communication
future operations.
ol My manager effectively communicates in remote 652
work environments. )
I am clear on my responsibilities for maintaining
s4 . .508
a healthy and safe work environment.
I have reviewed and understand the latest
s3 o .583
organisational health and safety protocols. Safety
I feel some apprehension about returning to
s2 . . . .613
work amidst ongoing Covid-19 concerns.
I have some reservations about commuting via
sl . . 627
public transit for travel.
2 I prefer attending the office in person. .569 Flexibility
f1 I am open to being flexible with my working 530

houts.

In Table 3, factor loadings of less than 0.5, i.e., less than 50%, were removed for further analysis. Onsite
work ol is considered for analysis as per strong literature survey studies suggestions. The remaining 14
items were considered for further analysis of the path diagram. There is no factor loading issue, and the
items were strong enough for further analysis.

Table 4. CFA of Alternate Model

In the context of the Hybrid Work Model (HWM) discussed in Table 4, the analysis encompasses 15
observed and eight latent variables within a sample of 518 participants. The default model, focusing on
Hybrid Work Model (HWM), exhibits the following fit indices: The table presents the results of a
Confirmatory Factor Analysis (CFA) for an alternate Five-Factor Model. Here is a breakdown of the

metrics:
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Chi-square (y2): Measures the extent of difference between the observed data and the model. In this
instance, the 2 value stands at 458.254.

Df (Degrees of Freedom): Represents the model's complexity relative to the number of observed
variables and estimated parameters. Here, it is 80.

¥2/Df Ratio: This ratio evaluates the model fit relative to its complexity. A value of 5.728 suggests that
there might be some difference between the model and the data.

The TLI (Tucker-Lewis Index): compares the fit of a detailed model to that of a null model. With a TLI
value of 0.792, it suggests that the fit of the Five-Factor Model is suboptimal, as it falls short of the
commonly accepted value of 0.90.

CFI: operates similarly to TLI, comparing the fit of a detailed model to that of a null model. With a value
of 0.841, it indicates a suboptimal fit, falling below the widely accepted value of 0.90.

The RMSEA: quantifies the discrepancy, standardised by degrees of freedom, between the observed and
model-predicted covariance matrices. A value of 0.096 suggests that the fit of the Five-Factor Model is
suboptimal, surpassing the widely accepted value of 0.08 for model adequacy.

The alternative Five-Factor Model demonstrates a weak fit to the data, as the TLI suggests, CFIL, and
RMSEA values. Additionally, the relatively high ¥2/Df ratio implies possible inconsistencies among the
model and the observed data. Advance evaluation and potential model enhancement could be required to
enhance its fit.

Structured Model Assessment

The structural model evaluation stands as a crucial phase in Structural Equation Modelling (SEM), where
the focus is on unravelling the elaborate associations embedded between hidden attributes inside a
theoretical outline. This assessment zeroes in on exploring paths or coefficients, acting as conduits that
articulate the causal links between different latent variables. These coefficients indicate the direction and
quantify the magnitude of influence that one latent variable exerts on another. Through this nuanced
examination, researchers gain valuable insights into the complex web of direct and indirect effects among
latent variables, enhancing their understanding of the underlying dynamics.

REMOTE
OM-5ITE
29
J5
COMU
SAFETY
FLEXIBILITY

Figure 2. A Structural Equation Model depicting the effect of attributes of the Hybrid Work Model on the satisfaction of tech
professionals on the job.

Table 5. Estimating the fit of a structural model
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Indices Suggested Value Model Fit Indices
CMIN/Df <3 2.243
p-value > 0.05 0.000
GFI = 0.90 1.000
AGFI = 0.80 0.816
NFI = 0.90 1.000
CFI = 0.90 1.000
RMSEA < 0.08 0.032
P Close = 0.05 0.000

The assessment of the structural model's fit using various indices in Table 5 suggests a favourable fit to the
data. The CMIN/Df value of 2.243 falls below the suggested 3, showing a trelatively good fit. The p-value
associated with the model's chi-squate test is 0.000, implying a significant deviation from the null model
and supporting a potentially good fit. The GFI achieves a perfect score of 1.000, showing an excellent fit,
while the AGFI, although slightly below the suggested value at 0.816, still suggests an acceptable fit. The
NFI and CFI both score a perfect 1.000, surpassing the suggested value of 0.90, showing a strong fit. The
RMSEA value of 0.032 is well below the suggested value of 0.08, showing a good fit, and the associated p-
value (0.000) suggests a significantly better fit than chance. In summary, these indices collectively suggest
that the structural model fits the data well, meeting or surpassing recommended values for most fit indices.

Table 6. Weights of Regression

Dependent Independent Estimate | Standard Error | Critical Ratio | Sig.
<---| Remote work 158 042 3.786 0.000

<---| Onsite work 251 046 5.465 0.000

Job Satisfaction | <---| Communication |.103 .043 2.396 0.017
<---| Safety .030 044 1.688 0.000

<---| Flexibility 098 036 2.766 0.002

e Remote Work: Table 6 displays an estimated coefficient of 0.158, a standard error of 0.042 and a
critical ratio of 3.786. These findings imply that remote work positively affects The statistical
significance at the 0.05 level (p < 0.05), indicating that job satisfaction tends to improve as remote
work increases.

e Onsite Work: Table 6 reveals a coefficient estimate of 0.251, with a standard error of 0.046 and a
critical ratio of 5.465. These values signify a robust positive association between onsite work and
job satisfaction. Furthermore, the relationship attains statistical significance at the 0.05 level (p <
0.05), underscoring the notable contribution of onsite work to heightened levels of job satisfaction
among individuals in the tech sector.

e Communication: Table 6 displays an estimated coefficient of 0.103, a standard error of 0.043 and
a critical ratio of 2.396. These findings suggest a positive association between communication and
job satisfaction. Significance testing at the 0.05 level (p < 0.05) confirms that effective
communication significantly influences job satisfaction among technology professionals.

e Safety: Table 6 displays an estimated coefficient of 0.030, a standard error of 0.044 and a critical
ratio of 1.688. These values suggest a relatively weaker positive relationship between safety and job
satisfaction. While the relationship is indeed positive, its statistical significance is observed at a
lower level (p < 0.10). This implies that safety considerations may have a less pronounced impact
than other factors influencing job satisfaction among individuals in the technology industry.
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e Flexibility: Table 6 indicates an estimated coefficient of 0.098, with a standard error of 0.036 and
a critical ratio of 2.766. These findings suggest an affirmative relationship between flexibility and
job satisfaction between tech professionals. Importantly, this relationship demonstrates statistical
significance at the 0.05 level (p < 0.05), showing that greater flexibility in work arrangements
correlates positively with increased job satisfaction in the technology industry.

Practical Implications

To accommodate their preferences and needs, offer tech employees the option to work remotely, either
full-time or part-time. Allow them to select their preferred work environment, whether it be from home, a
co-working space, or the office. Provide the necessary tools, resources, and technology infrastructure to
support remote work, including access to secure networks, collaboration platforms, and I'T support services.

e  Offer flexible onsite work opportunities for tech employees, allowing them to choose when and
how often they come into the office. Allow for part-time or rotational schedules where employees
can switch between onsite and remote work according to their preferences and work needs.

e Implementing flexible work schedules enables tech employees to manage their work commitments
effectively with personal responsibilities and preferences. Offer flexible start and end times,
compressed workweeks, or adjusted hours to accommodate different lifestyles and preferences.

e Establish clear and transparent communication channels to keep tech employees informed,
engaged, and connected, regardless of their work location. Employ various communication tools
and platforms like video conferencing, messaging apps, email, and project management software
to streamline collaboration and information sharing among team members.

e Emphasise tech professionals' health, safety, and overall well-being by implementing thorough
safety measures and protocols within the workplace. Adhere to recommendations from health
authorities and government mandates to establish a secure and healthy work environment,
incorporating practices such as physical distancing, sanitation, ventilation improvements, and
adherence to mask-wearing policies.

Conclusion

In conclusion, implementing a hybrid-work model that includes components of remote work, onsite work,
flexibility, communication, and safety measures is essential for enhancing the job satisfaction of tech
professionals. By striking a balance between these key components, I'T companies can make a dynamic and
kind work setting that meets their employees' diverse needs and preferences. In summary, the regression
analysis indicates that both remote work and onsite work significantly contribute to job satisfaction among
tech professionals. Effective communication and flexibility also play important roles, even to a slightly
lesser extent. Safety, while positively associated with job satisfaction, appears to have a relatively smaller
impact than other factors.
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