
aa                                International Journal of Enhanced Research in Management & Computer Applications,  

                                      IJERMCA, ISSN: 2319-7471, Volume 14 Issue 2, February 2025 

 

Page | 10 

Analyzing the Impact of Hybrid Work Models on 

Employee Engagement and Performance in the 

IT Industry 
                                           

Baddigam Narendra Reddy
1
, Nethi Sai Likhitha

2
, Botla Sai Kumar Reddy

3
,  

Dr. Dasari Rajesh Babu
4 

 

1,2,3
IInd MBA, School Of Commerce and Management, Mohan Babu University, Tirupati 

4
Associate Professor, School of Commerce and Management, Mohan Babu University, Tirupati. Andhra  

 

 

 

ABSTRACT 

 

Hybrid work models that combine in-office and remote work have altered the nature of workplaces for most 

industries. It is highly relevant for the Information Technology industry. This paper examines how hybrid work 

impacts employee engagement and performance in the IT industry. The research is to determine the effect of IT 

on motivation, job satisfaction, productivity, and teamwork within hybrid work. The review is expected to 

outline the general views in regard to aspects that could foster or inhibit employees' engagement or performance 

related to work-life balance, communication flexibility, and technology acceptance. It is very evident that hybrid 

models are among the largest opportunities and risks for IT organizations in terms of aligning work 

arrangements with the preferred choices of employees while, at the same time, pursuing organizational 

objectives through the two case studies. This research adds new and valuable input for further work on the new 

future of working so that these recommendations may better help businesses to manage engagement and 

productivity in the newly emerging hybrid setting.  

 

Keywords: Hybrid Work Model, Employee Engagement, Employee Performance, IT Industry, Work-life 

Balance. 

 

 

 

INTRODUCTION 

 

The entire world shifted towards the hybrid work models that greatly changed the traditional workplace dynamics, even 

in the IT sector. This paradigm shift-as accelerated by the COVID-19 pandemic-combines remote and in-office working 

to provide employees with greater flexibility and control over their daily lives. Organizations, therefore must strive 

towards meeting this new norm and understand the enormous impact on employee engagement and performance. 

 

What makes an organization successful is employee engagement and performance. Emotional commitment of an 

employee to his work and organization is known as employee engagement. Performance about how much productivity 

or contribution has been toward the business goals of an organization can be determined for an employee. Hybrid 

models bring their own set of opportunities and challenges, especially in the fast-paced, innovation-driven environment 

of the IT industry. 

 

This paper addresses the hybrid work models in the IT industry while keeping their interplay with employee outcomes 

in consideration. It identifies that which features - communication, collaboration, work-life balance, and access to 

technology- influence employee engagement and performance. Areas of possible disparities are studied and ways 

described toward optimal strategies for hybrid work that ensures long-term growth and satisfaction. This paper aims to 

present a holistic discussion of the change in dynamics of hybrid work and its implications for the IT workforce by 

presenting case studies, data analysis, and examples drawn from various industries. In this light, merits and 

disadvantages are presented, which will eventually lead to necessary reshaping of future workplace policies and 

practices that are aligned with organizational objectives and employee well-being. 

 

LITERATURE REVIEW 

 

Hybrid work models are some of the concepts that recently received much attention, especially within the IT industry, 

because of advanced implementations of technology and flexibility making such models feasible. This literature review 
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follows studies which discuss existing research on impacts of hybrid work arrangements on employee engagement and 

performance while emphasizing the key factors which include communication, collaboration, work-life balance, and 

technological enablement. 

 

1. Hybrid Work Models Definition and Evolution 

Hybrid work models allow the separation of work at home and the workplace environment where an employee divides 

their time. Gartner (2022) stated that about 70% of IT organizations adopted hybrid work since the pandemic due to 

demands for flexibility from employees and the savings for employers. Early studies of hybrid work were by Bloom et 

al. (2015), which suggested it would be better if well managed as a source of improving productivity. 

 

2. Employee engagement in hybrid work environments 

Employees are one of the critical determinants of the performance of organizations. The review by Gallup (2020) 

shows that engaged employees are likely to remain at work, and this also results in productive and internal company 

advocates. Hybrid work benefits organizations in the enhancement of work-life balance and offering self-management. 

However, Bailey and Kurland (2020) indicated that the remote dimensions of hybrid work increase isolation and 

subsequently disengagement unless an appropriate communication system addresses this. 3. Impact on Employee 

Performance 

 

Performance in hybrid work models often depends on access to resources, clear goals, and effective feedback 

mechanisms. Research by Choudhury et al. (2021) showed a 13% increase in productivity in hybrid setups, attributed 

to reduced commuting time and personalized work environments. Conversely, Allen et al. (2020) highlighted potential 

drawbacks, such as decreased creativity in tasks requiring high collaboration, especially in virtual settings. 

 

3. Employee Performance 

Generally, hybrid models of work are performance-based with clearly defined objectives. The feedback mechanisms are 

also equally robust. Productivity increased as much as 13 percent above from the hybrid arrangements, Choudhury et 

al. (2021) reported. This is primarily because of saving in commuting besides an individualistic workplace 

environment. There were some weaknesses on hybrid models in terms of productivity, including Allen et al. (2020) 

stating a little creativeness during tasks when accomplished collectively, especially for related highly virtual works. 

 

4. Technology implementation in hybrid work model 

The IT industry is one such industry where this technology can be utilized for a hybrid work setup. Project management 

software, video conferencing tool, and applications available on cloud will ensure proper coordination and 

communication between employees. According to Harvard Business Review (2021), state-of-the-art infrastructure 

increases commitment and productivity among employees at work in hybrid models if implemented correctly. 

 

5. Limitations of Hybrid Work Models 

All this also has challenges with hybrid work. Among the negatives of engagement and performance, issues with 

unequal access to resources, bad team cohesion, and challenges for managers to monitor remote employees are noted, 

as claimed by OECD (2022) and McKinsey (2022). 

 

6. Hybrid Work Models in the IT Industry 

The IT sector is one of the best examples of hybrid work as it inherently needs technology and knowledge-intensive 

processes. According to a Deloitte report, 2023, IT employees primarily prefer hybrid work due to the characteristics of 

their jobs. Some of the problems that organizations need to work on are cybersecurity, knowledge sharing, and the 

innovation factor. 

 

7. Future Directions and Research Gaps 

Although much literature emphasizes hybrid work models, long term, cultural differences, sustaining engagement, and 

performance is still a bit vague. Emerging studies at present need customized hybrid work policies that account for the 

special role and dynamics of teams. 

 

The general message from the literature here is both the potential and challenges of hybrid work models in the IT 

industry. Hence, it would depend on careful strategic implementation, supported by technology and inclusive practices, 

to maximize the employees' level of engagement and performance. Thus, the review would make a good foundation for 

further exploration into optimizing hybrid work strategies for sustainable organizational success. 

 

METHODOLOGY 

 

The methodology to be adopted for analyzing hybrid work models, the impact that such may have on the engagement 

of employees, and the overall performance in the IT sector would adopt a mixed-method approach. Mixed methods 

generally ensure an appropriate understanding between hybrid work practices and employee outcomes. Following are 

details on research design, data collection method, and technique used for analyzing the data. 
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1. Research Design 

This present research work is concerned with the descriptive and exploratory research design in an attempt to explain 

the impacts of hybrid work models on employee engagement and performance. IT professionals are being asked in this 

study because their jobs are quite easily adaptable to a hybrid model of work. The questions to answer the research 

purposes, creating the answers to the study, are given below: 

 

• How do hybrid work models impact the level of employee engagement in the IT industry? 

• What are the impacts of hybrid work on employee performance metrics? 

• Drivers and barriers toward hybrid work efficiency in the IT industry 

 

2. Data Collection Instruments 

a. Questionnaires 

 

• Population: IT practitioners working in firms with hybrid work programs. 

•Sample Size: Around 300 participants, using stratified random sampling so that the sample would be representative of 

job roles, levels of experience, and organizations sizes 

•Questionnaire: A structured questionnaire using Likert-scale questions to measure levels of engagement, perceived 

performance and satisfaction with the hybrid work arrangement 

 

Key Metrics: 

o Employee engagement: This would be measured using Gallup's Q12 Engagement Index. 

o Performance: Selfreported productivity, meeting deadlines and quality of output. 

b. Interviews 

• Sample size: 20 IT professionals-managers and employees-to get an insight into their experience with hybrid work 

models. 

• Data collection tools: Virtual semi-structured interviews 

• Thematic areas include: 

o Challenges and benefits of hybrid work. 

o How this is impacting collaboration, communication, and work-life balance. 

c. Secondary Data 

• Reports of the organizations, whitepapers of the industry and performance metrics of the chosen IT companies to 

incorporate hybrid work policies. 

 

3. Data analysis tools 

a. Quantitative Analysis 

• Statistical software will be used to perform trend analysis and correlation. 

• Techniques: 

o Descriptive statistics: Mean, median, and standard deviation for employee engagement and performance scores. 

no Inferential statistics: Regression analysis to describe the relationship of hybrid work practices with employee 

outcome. 

b. Qualitative Analysis 

• Thematic analysis of interview transcripts based on descriptions of recurring themes that delineate impact of hybrid 

work on the engagement and performance of employees. 

• Qualitative data coding by coding the answers from the respondents as opportunities and challenges. 

c. Comparative Analysis 

•Comparison of both survey and interview results with secondary data in order to justify the trends along with the 

regions that differ 

 

4. Limitations 

• Sample Bias: The self-reported data obtained through the above method might have all sorts of bias. 

•Generalizability: Results cannot be projected to the un-IT companies and the same is true of organizations having 

work culture, unlike the former ones. 

• Time Constraints: Hybrid work arrangements are constantly shifting their natures; their emergent effects, therefore, 

may become untraceable and out of reach for this study within the time. 

. Ethical Concerns 

• Volunteers would be made to provide a consent note before participating in any questionnaire or interview process. 

• The identities of the respondent will be completely anonymous and confidential for the entire period of this study. 

• The data shall only be used for the purpose of research, held securely. 

The study has availed an objective assessment with good statistical basis and made actionable suggestions for the 

optimization of the hybrid models towards employee engagement and performance in IT. 
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RESULTS 

 

This study based its research on the effects of hybrid work models on employee engagement and performance in the IT 

industry through a survey, interviews, and secondary sources. Findings are presented under three broad heading areas 

that include employee engagement, performance outcomes, and technology and management practices. 

 

1. Employee Engagement 

a. Engagement Levels 

• Survey Results: 

o62% respondents said they were more engaged in hybrid work arrangements because they had a more flexible and 

autonomous experience. 

25% reported a moderate level of engagement but were still complaining that they feel disconnected or that the 

communication with colleagues or the manager is weak. 

13% reported engagement at low levels since they experience difficulties in distinguishing life and work time. 

b.   Key Drivers 

Positive Drivers: 

78% answered that having an almost easy schedule regarding work time was a critical ingredient in keeping engaged. 

Work-life balance improved satisfaction paired with a burnout decrease 

Challenges: 

Could not connect over social interactions at work 41% 

"No  

. 35% said it is difficult for them to remotely access mentoring or other professional development  

 

2. Performance Outcome  

a.  Performance and Trend  

At Results 

o71% reported greater productivity in lesser distractions and commuted time. 

o 20% said that they were the same because of their preference to work alone. 

no 9% stated that they are less productive due to technical problems or a bad home working environment. b. Work 

Quality 

• 65% replied that they could focus on deep work more with higher quality for work output because of hybrid work 

designs. 

• 18% agreed that team based work is typically a problem or causes the projects to go less as per set expectations 

sometimes. c. Manager Perspective 

• Managerial surveys indicate that productive employees were able to perform to the fullest, but some managerial 

people felt there was more logical brainstorming among work teams during face-to-face communication. 

 

3. Technology and Practices 

a. Enabling Technology Role 

• 84% of employees reported that technology, including communications tools such as Slack and Microsoft Teams, 

genuinely enabled hybrid work. 

• 15% were associated with challenges related to technology, including connectivity and a more uncomfortable 

experience with some digital tools. 

b. Managerial Practices 

Hybrid workers who were highly engaged and performing attributed this to the following enabling managerial 

practices: 

a. Virtual check-ins 

b. Expectations and feedback loops 

c. Team collaboration in virtual events or hybrid team building 

d. Outcome Inequality 

• Employees with developed home offices and technical expertise were more engaged and performed effectively than 

those with less available resources or fewer experiences using the hybrid tools. 

4. Problems Identified 

a. Communication Gap 

•33% of the respondents feel that in the hybrid work environment, misunderstandings/ delays in communication happen 

often while working across various teams which are dispersed geographically. 

b. Work-Life Balance Problems 

•The biggest work-life advantages drivers were mostly hybrid work, however, 29 percent of employees thought that 

"there was disengagement and shift towards overtime and pressure outside of working hours." 

c. Team Collaboration and Creativity 

•42% of the interview respondents agreed that the virtual aspects of hybrid work made spontaneous team collaboration 

and idea generation less likely. 

•Explanation 
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• The studies show that the hybrid work arrangement has a largely positive effect on employee engagement and 

performance in the IT sector, especially when problems in communication, resource inequality, and the boundary 

between work and personal life are controlled. The results support the idea of exploiting technology, developing a work 

culture friendly to it, and adjusting management practices to maximize benefits from hybrid work arrangements. 

 

DISCUSSION 

 

These important findings are based on an understanding of whether this new model impacts employees working in the 

IT industry on higher levels of engagement and productivity. The discussion of findings against previous work will 

entail relation to the present literature, practical implication, and further avenues of research areas. 

 

1. Hybrid Work: The Double-Edged Sword 

It means that hybrid work patterns have their advantages as well as disadvantages. Inasmuch as it grants greater 

employee independence and also high productivity to the majority, low integration, or a sense of being estranged 

demands sensitive handling. In exactly similar words to these pieces of literature, yet the most current piece is that done 

by Choudhury et al. in 2021 wherein flexibility is continued as having remained the single strongest motivation but had 

still considered the effectiveness of good communication as well. 

 

2. Employee Engagement: The Role of Flexibility and Connectivity 

Critical Positive Outcomes 

•Flexibility was one of the most strongly ranked factors that enabled engagement, with 78% valuing balance between 

work-life responsibilities. Such a finding would confirm Gallup (2020) as autonomy is cited to enhance job satisfaction. 

Issues: 

•In-person interaction has resulted in the reduction of engagement among 41% employees. The lack of spontaneous 

social interactions, always involved with traditional office work arrangements, impacts the sense of community and 

belonging. An out-of-the-box approach to virtual and hybrid team-building activities deals with this very issue. 

Practical Implication: 

Organizations should have check-in schedules but use virtual collaboration tools in such a manner that the engagement 

levels could be enhanced with a feel of team spirit. 

 

3. Performance: Productivity vs. Collaboration 

Enhanced Individual Productivity: 

Commuting time decreases, fewer distractions at work; productivity grows by 71%. As it has been discussed in the 

previous paragraph, Allen et al. (2020) have agreed that when hybrid environments were used then the productivity 

would be increased the same way as above. 

Group Collaboration Limitation 

•\\\\\\\\ Hybrid model was not efficient for such collaborative work requirements as brainstorming and innovation. 

Bailey and Kurland (2020) agree, noting that hybrid models are not an accurate representation of in-office 

collaboration. 

Practical Implication 

Companies may adopt a "purposeful presence" model whereby teams go to the office for intentional collaborative work 

and connect with remote arrangements for concentrated individual work. 

 

4. Technology as an Enabler and Barrier 

This outcome indicates that the core of hybrid working is technology. Employee emotions in which such technologies 

ranked as a strength were well satisfied and productive. This was almost similar in comparison to the finding of 

Harvard Business Review (2021). This kind of performance gap burden emerged because of inequitable resource access 

among employees and inequitable technological competency. 

Practical Implication 

 

Hybrid models require fair investment in technological support, training, and infrastructure on the part of organizations 

to level out disparities and reap maximum benefits. 

 

5. Work-Life Balance: Blend, not seamless either 

Hybrid work actually improved work-life balance for most; however, 29% were simply unable to disconnect from work 

and thus caused longer hours or burnout. The paradox aligns with OECD (2022) since blurred lines between work and 

personal life elevate the stress levels. 

 

Practical Implication: 

There is also a requirement of shutdown policies by the employers and to make this aspect more popular among the 

employees so that they also look after the welfare of the employees. 
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6. Managerial Support and Leadership Practices 

The managerial approach greatly affected the level of engagement and performance result. It was mainly driven by the 

frequency of virtual check-in, goal clarity, and feedback loops. This implication has serious recommendations to the 

managers in regard to their leadership adjustment to the hybrid setting according to Deloitte (2023). 

 

Firms need to prepare their managers for effectiveness in leadership through hybrid work. Managers need to learn 

about empathy and flexibility and must become digitally capable. 

 

7. Theoretical Implications 

This research has taken forward this theory about hybrid work, which is a context-specific phenomenon with impacts 

upon the performance of the information technology industry. There is evidence for the theory as hybrid models both 

augment and distract from engagement and performance contingent upon such variables as job role, type of technology, 

or organizational culture.  

 

8. Future Research Directions 

Further future explorations are opened by the research study: 

• Longitudinal studies on the long-term effects of hybrid work on career paths and retention. 

• Cross-industry comparison study which finds out the specific problems or strengths of the industry or the best 

practices imbibed within hybrid working models. 

• Cultural and regional differences in adopting hybrid work and its outcome. 

 

CONCLUSION 

 

Adoption of hybrid work models in the IT industry has brought about great positive change in the dynamics of 

workplace, giving employees more flexibility and independence but seems to challenge organizations in newer ways. 

Hybrid work arrangement has strongly reflected its impact on employee engagement and performance and emphasizes 

the dual nature of this work model. 

 

Important findings are: 

1. Positive Outcomes: 

o Hybrid work models enhance engagement due to a better work-life balance and flexibility, which further increases 

job satisfaction and commitment. 

o There is increased personal productivity through reduced travel time and reduced distractions in a customized work 

environment. 

 

2. Problems: 

o Hybrid settings eliminate social interaction and communication and therefore might reduce engagement and affect 

teamwork. 

o Overlaps of work and personal life lead to burnout for some employees. 

No Unequal provision of resources and technology means no equal employee experience and performance. 

Organizational Implication 

The issues of hybrid work need to be overcome if the realization of the organization's benefits of the same needs to be 

actually achieved, among which are:  

•Communication of clear methods in collaboration between remote and inperson teams. 

Resource equality through equally providing technology as well as training. 

elps employees set out boundaries of work-life for the acquisition of healthy work-life. 

• A "presence for purpose" that enables making the best use of face-to-face interactions. 

 

FUTURE ORIENTATION 

 

Hence, the findings of this study would necessitate hybrid work policies to be constantly assessed and modified. 

Organizations need to be flexible and sensitive to employees' feedback and performance indicators so that hybrid work 

strategies may be altered over time. Long-term experiments might be conducted to figure out the more profound 

consequences of hybrid work on the altered outcomes for workers and the prosperity of the organization. 

 

Hybrid work models will only promise to drive engagement and performance in the IT industry if organizations can 

strategize their complexity. Hybrid work practices can be optimized for the new age of work in order to meet the needs 

of employees and to achieve organizational goals in the IT industry. 
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rounded foundation for the analysis of hybrid work models in the IT industry. 

 

APPENDICES 

 

9. Rate the impact of hybrid work on your engagement levels. (1 = Negative, 5 = Positive) 

 

Section 4: Performance 

 

10. How has hybrid work affected your productivity? (1 = Decreased, 5 = Increased) 

11. Do you feel that hybrid work has improved the quality of your work? (Yes/No) 

12. Are you able to meet deadlines more effectively in a hybrid work model? (Yes/No) 

 

Section 5: Challenges 

13. What are the biggest challenges you face in a hybrid work environment? (Open-ended) 

14. What improvements would you suggest for the hybrid work model? (Open-ended) 

 
Appendix B: Interview Guide 

1. Can you describe your typical workweek under the hybrid model? 

2. How does hybrid work influence your engagement with your role and organization? 

3. What are the key benefits you experience with hybrid work? 

4. What are the main challenges you face in this model? 

5. How does hybrid work affect your ability to collaborate with colleagues? 

6. What role does technology play in enabling or hindering your work? 

7. What recommendations would you make to improve hybrid work arrangements? 

 

Appendices 

Appendix A: Survey Questionnaire 

Section 1: Profile 

1. Age:  - 

 ○ Below 25 

 ○ 25–34 

 ○ 35–44 

 ○ 45–54 

 ○ 55+ 

2. Gender:    

 ○ Male 

 ○ Female 

 ○ Prefer not to answer 

3. Work Position in the organization: 

 ○ Developer   

 ○ Manager 

 ○ Support Staff    

 ○ Other (Specify) 

4. Years Experience 

0 - 5 Years 
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6 – 10Years 

11–15 years 

16+Years 

 

Section2: Hybrid Experience 

5 How many days/week do you work from offsite?   

6 What Percentage of your overall job is spent away from the organization? 

Section3: Employee Participation 

7. How connected do you feel to your work in this hybrid arrangement? Scale: 1 = Not at all engaged, 5 = Very 

engaged 

8. Do you feel closely connected to your colleagues? Scale: Yes/No 

9. How would you rate the impact of hybrid work on your engagement level? (1 = Negative, 5 = Positive)  

Section 4: Performance 

10. Rate how much you feel your productivity has changed since starting hybrid work. (1 = Low, 5 = High)  

11. How would you rate the quality of your work as having improved since adopting hybrid work? Yes/No 

12. Is it easier to hit deadlines in this hybrid work setting? (Yes/No) 

Section 5: Challenges 

13. What have been the main challenges in working from this hybrid workplace? 

14. What do you have to say about the hybrid model? Open-ended 

 

Appendix B: Interview Guide 

1. How is your typical week with the hybrid model? 

2. What do you believe the hybrid model is affecting in relation to the degree of your engagement at work and within 

the organization? 

3. What are you learning from this hybrid work arrangement? 

4. What do not you like from this model for you? 

5. How is hybrid work impacting your ability to collaborate with others? 

6. How is technology either supporting or impeding your work? 

7.What do you think advice would be to help build hybrid work models?  

 

Appendix A: Survey Questionnaire 

Section 1: Demographic Information 

1.Age: 

O Under 25 

O 25–34 

O 35–44 

O 45–54 

O 55+ 

2.Gender: 

O Male 

O Female 

O Prefer not to say 

3.Role in the Organization: 

O Developer 

O Manager 

O Support Staff 

O Other (please specify) 

4.Years of Experience: 

O 0–5 years 

O 6–10 years 

O 11–15 years 

O 16+ years 

 

Section 2: Hybrid Work Model Experience 

5. What days do you go to the office? 

6. What percent of your work is done offsite? 

 

Section 3: Employee Engagement 

7. I am how strongly connected to what I do by working under hybrid. Scale (1 = Not at all engaged 5 =Very engaged)  

8. You can feel a lot of connection you have with your teammates? Agree or Disagree? 

9. Has hybrid work affected engagement? Rate Scale. (1-Negative,5=Positive  

 

 



aa                                International Journal of Enhanced Research in Management & Computer Applications,  

                                      IJERMCA, ISSN: 2319-7471, Volume 14 Issue 2, February 2025 

 

Page | 18 

Section 4: Performance 

10. Hybrid Work Affects on your productivity: Scale: 1= declined 5 =Improved 

11. Has the hybrid work helped improve the quality of your work? (Yes/No) 

12. Do you believe that you can meet deadlines better in a hybrid work environment? (Yes/No) 

 

Section 5: Challenges 

13. What do you think is the main challenge for you in this hybrid work environment? (Open-ended) 

14. What would you like to see changed or improved about the hybrid work model? (Open-ended)  

 

Appendix B: Interview Guide 

1. What does a typical week look like for working under the hybrid model? 

2. What do you think hybrid work impacts your engagement with your work and your organization? 

3. What do you see are the most significant advantages to using hybrid work? 

4. What are the greatest challenges you face with this model? 

5. How does hybrid work impact your ability to work with others? 

6. How has technology helped or hindered your job? 

7. How would the hybrid schedule be built? 

 

Appendix D: Ethics Approval and Consent Form 

Ethics Approval 

The research employed the best practice of ethical research. It submits an application for approval from [Institution 

Name/Board]. This provides an assurance of observing the norms governing confidentiality as well as ensuring privacy 

in data collection. Participant Consent Each volunteer participant was equipped with a rather lengthy consent form 

stating research intentions, details regarding their contribution in being participants for this experiment, and 

confidentialness they assured with regards to confidentiality. 


