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Abstract

The hybrid work culture mixing remote and in-office days has reshaped workplace dynamics
worldwide, sparked by the COVID-19 pandemic and shifting employee expectations. This project
looks at how companies are moving away from the old, office-only model toward flexible hybrid
setups, and what that means for productivity, employee well-being, and broader organizational
strategies. In India, the change tackles the headaches of urban commuting and a cultural preference for
face-to-face collaboration, while globally it answers a growing demand for flexibility and a healthier
work-life balance. The study points out the strengths of traditional offices, such as clear structures and
teamwork, but also their downsides rigidity and unequal treatment. It explores how hybrid work brings
health and well-being into the mainstream through flexible schedules and digital wellness tools, yet
also creates new hurdles like digital fatigue and feelings of isolation. By digging into strategies that
balance employee autonomy with team collaboration, the project highlights best practices tailored
policies, inclusive tech adoption, and adaptive leadership to build sustainable, employee-centric hybrid
environments both in India and around the world. Case studies from Indian IT firms such as TCS and
global giants like Microsoft illustrate how these approaches can be put into practice.

Keywords: COVID-19 pandemic, epidemic, flexibility, grounded theory, hybrid work model, job
satisfaction, mental health, new (next) normal, occupational health, real estate, telework, work
environment, work from home, workplace indicators, workplace redesign, workplace strategy

1. Introduction

Entrepreneurship has emerged as a effective catalyst for financial improvement, fostering
agency increase, societal progress, and countrywide prosperity. In latest years, the point of
interest has shifted to the various factors riding entrepreneurial innovation, specifically thru
projects, training, and tradition. This studies goals to investigate how these three factors
effect employer innovation and financial improvement, with a specific consciousness on
selling revolutionary girls micro begin-America for nearby economic development in Russia.

1.1 Entrepreneurship and Economic Development

Offices have given way to homes as the primary workplace for employees. Employers view
teleworks as a transient environment, even though it is frequently a desirable employee perk.
The idea of telework has evolved as a result of the ongoing COVID-19 pandemic. Even after
the pandemic, the home office has grown in significance and is probably going to become a
necessary component of the workplace.

The hybrid work model has gained significant traction in India, driven by the country's
unique socio-economic and cultural context. Traditionally, Indian workplaces emphasized
in-office presence, with long working hours and face-to-face collaboration being the norm.
However, the pandemic accelerated the adoption of remote work, leveraging India's robust
IT infrastructure and widespread digital connectivity. Indian IT giants like TCS, Infosys, and
Wipro have implemented hybrid frameworks, allowing employees to split their time between
home and office. This shift has been particularly significant in urban centers like Bengaluru,
Mumbai, and Hyderabad, where tech hubs thrive, but it also poses challenges in rural areas
with limited internet access. The hybrid model in India caters to a diverse workforce,
balancing the needs of young professionals seeking flexibility with organizational demands
for productivity and innovation.
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By adopting hybrid work, companies can improve work-life
balance, reduce costs, and access a broader talent pool, but
they must also navigate challenges like unequal access to
information, communication gaps, and cultural shifts.
Worldwide hybrid work culture has become more popular
as businesses realize how it can improve operational
effectiveness and employee satisfaction. Organizations in
nations like the US, UK, and Australia have implemented
flexible policies, and many workers now work from home
two or three days a week. By investing in hybrid-ready
infrastructure, including cutting-edge video conferencing
tools and collaboration platforms like Slack and Microsoft
Teams, IT giants like Google, Microsoft, and Amazon have
established international standards. Employee demands for
work-life balance, shorter commutes, and schedule
customization are driving the global trend to hybrid work.
However, because some employees lack access to
dependable internet or appropriate home office
arrangements, it also raises questions around workplace
equity.

2. Past and Present-History

2.1 Industrial revolution working environment

The Industrial Revolution brought about a drastic change in
the working environment, but it was marked by harsh and
unsafe conditions. Workers, including women and children,
were forced to endure long hours of 12-16 hours a day, Six
days a week, for meager wages that barely covered their
living costs. The workspaces were hazardous, with factories
and mines being poorly ventilated, dirty, and prone to
accidents due to unguarded machinery. Workers had
minimal rights or protections, with no safety regulations,
injury compensation, or labor laws to safeguard their well-
being. The lack of government intervention, fueled by the
ideology of laissez-faire capitalism, allowed factory owners
to exploit workers with impunity, perpetuating a cycle of
poverty and suffering. It was a brutal and exploitative era
that highlighted the need for labor reforms and workers'
rights.

2.2 Traditional Work Environment

The traditional work setup, where employees work from a
central office during fixed hours, has been the norm for
organizations in India and worldwide. This model
emphasized face-to-face interactions, structured routines,
and a hierarchical structure, with managers overseeing
teams in person. In India, sectors like IT, manufacturing,
and finance have long relied on this setup, where physical
presence was seen as a measure of productivity. Offices
were designed to facilitate collaboration and direct
communication, with features like cubicles, meeting rooms,
and shared spaces. Similarly, in Western countries like the
US and UK, corporate offices were hubs of professional life.
This traditional model was reinforced by cultural factors,
with  workplaces serving as social spaces where
relationships and trust were built through personal
interactions. However, as the hybrid work culture gains
traction, understanding the traditional work environment
provides valuable context for appreciating the shift towards
more flexible work models.

2.3 Traditional Organization Chart
A traditional organization chart provides a clear visual
representation of a company's hierarchical structure. It
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illustrates the chain of command, showing who reports to
whom and the relationships between different roles and
departments. Typically, the CEO sits at the top, overseeing
key functional areas such as HR, Technology, R&D, and
Sales & Marketing. Each department may further branch
into sub-departments or specialized units, creating a
structured framework that defines reporting lines and
responsibilities.

CEO
Human Techology Sales Sales
Resources R&D R&D Marketing
Inside Product ) Operation
sales Marketing Finance Production

2.4 Key Benefits

e Clear Reporting Lines: Employees know who they
report to and who is accountable for different areas of
the organization.

o Defined Responsibilities: Roles and responsibilities
are clearly defined, reducing confusion and overlapping
work.

e Improved Communication: The chart promotes clear
communication and coordination across different
departments and levels of the organization.

The traditional work environment in India is deeply rooted
in cultural and infrastructural factors, with a strong
emphasis on collectivism and respect for authority. This is
reflected in office-based cultures, where senior leaders set
the tone and in-person presence is often mandatory,
particularly in sectors like banking and government. The
hierarchical structure is pronounced, with employees
deferring to their managers or senior professionals, and
decision-making tends to be top-down. However, with
India's rapid digitalization, boasting over 800 million
internet users as of 2025, the traditional work setup is
evolving, paving the way for hybrid work models that offer
greater flexibility and work-life balance.

Globally, traditional work environments have varied
significantly across regions, reflecting local cultural values
and norms. In the United States, for instance, open-plan
offices became popular in an effort to encourage
collaboration and innovation among employees. This design
choice was intended to break down silos and foster a sense
of community, although it has not been without its
criticisms, particularly regarding distractions and lack of
privacy. In Japan, on the other hand, structured office
layouts reflect the cultural values of discipline and
teamwork, with employees often working in tight-knit
groups and adhering to strict protocols.

Despite these regional variations, global trends have shown
a growing disconnect between traditional work setups and
modern employee expectations, particularly among younger

~721~


https://www.humanresourcejournal.com/

International Journal of Research in Human Resource Management

workers. A 2022 McKinsey report found that 71% of global
employees prefer hybrid or remote work options,
highlighting the limitations of traditional models that
prioritize office presence over flexibility and autonomy. As
India continues to digitalize and integrate with the global
economy, it is likely that hybrid work arrangements will
become more prevalent, offering employees greater
flexibility and work-life balance while challenging
traditional notions of productivity and work culture.

2.5 Working environment during COVID-19 Pandemic
The COVID-19 pandemic brought about a significant
transformation in workplaces globally, starting from early
2020. The sudden need for lockdowns and social distancing
led to a rapid adoption of remote and hybrid work models,
fundamentally changing workplace communication and
leadership styles. As employees began working from home,
their personal spaces were redefined as workplaces,
bringing both convenience and challenges. However, this
shift also heightened mental health concerns, including
distress, burnout, and inequality among different employee
groups, with teleworking posing unique difficulties for some
individuals. In response, organizations had to swiftly
redesign jobs and physical environments to minimize virus
exposure, implementing improved ventilation and health
safety measures. Ultimately, the pandemic accelerated the
shift towards flexible work arrangements, increasing
awareness of the importance of work-life balance and
paving the way for a more adaptable and sustainable work
culture.

2.6 Post-pandemic work environment

The post-pandemic workplace is undergoing a significant
transformation, with hybrid work models becoming
increasingly entrenched as employees seek a better balance
between their professional and personal lives. This shift is
driven by a growing recognition of the importance of
flexibility, work-life balance, and mental health support.
Many companies, both in India and globally, are
reimagining their traditional work environments to
accommodate the changing needs of their employees. In
India, for instance, companies like Infosys and Wipro have
adopted hybrid work models that allow employees to work
remotely two to three days a week, striking a balance
between flexibility and collaboration. Similarly, global
firms like Microsoft and Salesforce have invested heavily in
creating hybrid-ready offices equipped with advanced
technology that supports seamless transitions between
remote and in-office work.

The emphasis on in-person interaction that characterized
traditional work environments remains relevant, but it is
being reimagined to fit a more flexible, tech-driven world.
Employees are no longer bound by the constraints of a
traditional office schedule, and companies are recognizing
the benefits of offering flexible work arrangements that
cater to diverse needs and preferences. The "Great
Resignation" phenomenon, which saw a surge in job
changing driven in part by desires for better working
conditions, has accelerated this shift. As a result, companies
are prioritizing employee satisfaction, mental health
support, and diversity, equity, and inclusion initiatives to
attract and retain top talent.

The post-pandemic workplace also faces challenges in
maintaining  culture, collaboration, and employee

https://www.humanresourcejournal.com

satisfaction. With many employees working remotely,
companies need to be intentional about fostering a sense of
community and connection among team members. This
requires investing in technology that supports seamless
communication and collaboration, as well as implementing
initiatives that promote employee well-being and
engagement. Ultimately, the future of work will be shaped
by the ability of organizations to adapt to changing
employee needs and expectations, prioritizing flexibility,
mental health, and diversity, equity, and inclusion to create
a more productive, inclusive, and satisfying work
environment.

3. Reviews of Literature

The purpose of this article is to determine the preferences of
workers from culturally varied backgrounds with regard to
the location of their workplace and the period following the
pandemic's conclusion. As a quantitative research method, a
web-based questionnaire survey was employed. Information
was gathered from workers in Kuwait and Slovakia.
Employees favor time flexibility, according to the research
findings, but localization flexibility is also becoming more
significant. According to staff preferences, the suggested
hybrid work paradigm appears to be the best option.
Because only workplaces that are built for employees and
exhibit organizational resilience will be able to survive and
remain competitive in the future, it is imperative to
understand the demands of employees with regard to
working hours and location. Despite its limitations, this
research is useful for managers and HR experts alike. This
indicates that they did not have actual work-from-home
experiences even though they were at home. Furthermore,
this study was carried out during the COVID-19 epidemic,
when a particular set of circumstances affected the
employees' experience; once the pandemic passes,
conditions may alter and working from home may feel
different. Employee attitudes or preferences may change as
a result. Finding a model that is genuinely balanced and
distinct from the one we looked into, as well as figuring out
all the benefits and drawbacks that would result in the most
efficiency when implementing a hybrid work model for
employers and employees based on shared preferences, will
take some time. Employee preferences for the post-
pandemic work model were examined in the study. The
emphasis was on the attitudes and preferences of the
employees rather than just the causes of their tendencies. To
gain a deeper understanding of why workers favor a
particular work paradigm, qualitative methodologies appear
to be required. Moreover, the question of whether Slovakian
and Kuwaiti firms are prepared for the so-called hybrid
work paradigm is raised by employees' growing demands.
There is still no response to this question (Krajcik M,
Schmidt DA & Baréth, M., 2023) 11,

The significance of labor in influencing community health
and well-being has been brought to light by the COVID-19
pandemic. This viewpoint uses a multilevel systems
paradigm to help comprehend the various and intricate
relationships between factors influencing the health and
well-being of workers, as well as how the pandemic has
expedited trending changes in employment and working
situations. Governmental organizations that deal with
economic activity, population health, and well-being need to
increase their ability to track, assess, and react to these
developments. Furthermore, workplace-based and integrated
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business strategies that take into account how these
multifaceted factors interact can strengthen an organization's
and its employees' ability to adapt to ongoing changes in
workplace safety, health, and wellbeing in the wake of a
pandemic (Peters, Susan E, Dennerlein, Jack T, Wagner,
Gregory R, Sorensen, Glorian, 2022) [*3],

The aim of this article to outline actions intended to enhance
the working environment during pandemics and epidemics
and to give a general overview of the relationship between
occupational health and the workplace. Preferred Reporting
Iltems for Systematic Reviews and Meta-Analyses
(PRISMA) criteria were adhered to. We searched the
Cinahl, Medline, Psycinfo, and Web of Science databases
for publications published up until October 2020 that
included the following keywords: population: working
population; exposure: coronavirus outbreak or pandemic;
and outcome: work environment. A modified version of the
Mixed Methods Appraisal Tool (MMAT) served as the
foundation for the quality assessment. There were 3711
articles left after deduplication, 530 of which were chosen
for full-text screening and 119 for quality evaluation. 95
studies were left after low-quality studies were eliminated;
85 of these studies concentrated on healthcare workers, and
10 on workers in other industries; 73 of these studies used
quantitative methods, and 22 used qualitative or mixed
methods; most of these research were based on cross-
sectional data. Lack of resources, inadequate leadership, and
rising job demands were all faced by healthcare personnel.
Negative mental health effects were linked to high
workloads and working with infected patients. research
evaluating interventions, research from non-healthcare
businesses, and high-quality studies were scarce. (Anna
Nyberg, Kristiina Rajaleid, Ingrid Demmelmaier, 2022) [,
Working life was drastically altered in 2020 by the stringent
public health regulations put in place by governments to
contain the COVID-19 pandemic, and these changes
persisted for the next two years. A high-quality probability-
based study, the European Working Conditions Telephone
study (EWCTS) conducted more than 70,000 interviews in
36 countries between March and November 2021. The goal
was to give a thorough account of Europeans' working lives
during that unique period. The working conditions of
Europeans in 2021 are documented in the paper. It looks at
differences in job quality and finds that they are positively
correlated with health, well-being, engagement at work, and
the long-term viability of employment. It draws attention to
the differences in employees' experiences based on their
personal characteristics and position within the company.
The report seeks to draw lessons from this analysis for the
future, specifically on the long-lasting effects on our
working methods and their implications for work
organization, job quality, and the relationship between work
and personal life (Laura Botey Gaude, Jorge Cabrita, Franz
Ferdinand Eiffe, Barbara Gerstenberger et al., 2022) 121,
This paper explores the impact of the COVID-19 pandemic
on the workplace, tracing its evolution and identifying key
changes that have shaped the new normal. Building on
previous research, the study analyzes various documents,
publications, and surveys to gain insights into the
experiences of employees and organizations with remote
working. The research has two main objectives: to develop
indicators that can help measure workplace changes in the
context of COVID-19 and to extend previous analysis by
examining the workplace during and after the pandemic.
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The findings highlight the significant impact of the
pandemic on the workplace, with remote working becoming
the new norm. The analysis reveals that companies have had
to adapt to new ways of working, including redesigning
physical spaces, implementing flexible work arrangements,
and prioritizing health security. The research identifies key
strategic categories that can help organizations support
employee engagement, including work flexibility, family
reconciliation, and health security. The results also
underscore the importance of developing indicators to
measure workplace changes and track their evolution over
time. By analyzing data from various sources, the research
identifies patterns and trends that can inform organizational
decision-making and support the development of effective
workplace strategies. The COVID-19 pandemic has
revolutionized the way companies and employees work,
driving profound changes in the workplace. As the
pandemic continues to shape the new normal, it's clear that
the traditional notion of the workplace will never be the
same. The strategic categories and indicators developed in
this research can help organizations navigate this new
landscape and support employee engagement in remote and
hybrid work environments. (Antonio de Lucas Ancillo, et al.
2023) 1,

4. Research Methodology

Secondary research was conducted to study the ‘Building
Employee Centric Hybrid Environment in a Post Pandemic
World’. This research was based on the various online
materials, online materials and research papers. This paper
aims to offers conceptual discussion / understanding on the
working environment changes to hybrid work culture and its
adoption across the world.

4.1 Research Objectives

= To explore the transformation of work culture from
traditional work environment to Hybrid work culture.

=  To understand the need for hybrid work culture and its
adoption across the globe.

4.2 Scope of the study & limitations

= The present study overall Hybrid culture adoption.

= This study does not cover or limit to specific industry or
country.

= This study planned to examine evaluation of work
environment from Industrial revolution to post COVID
era.

= This study aims to cover overall global and Indian
perspective in terms of adapting the new world of work
culture

4.3 Sources of data
Data collected using online resources like research articles,
websites, reputed blogs and other online materials.

4.4 Discussion and Findings

The working environment has evolved significantly from
the Industrial Revolution through the COVID-19 pandemic.
Now into the post-pandemic era, the mindset of workforce
and organisations, have shifted towards more digital
adoption and enjoying benefits, in terms of cost saving,
employee friendly. By doing this the acceptance of
employees needs takes a center stage. And this helps
organisation to achieve its goals and other benefits. Let us
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discuss the transformation, its challenges and benefits.

4.5 Humans in a new world of work

Our working environment was severely shaken by the
global epidemic, which also unintentionally sparked
changes in many areas of life and work. A greater concern
for employees' well-being and the de-stigmatization of
mental health issues accompanied positive changes like the
move to hybrid and more flexible workplaces and the
adoption of technologies that support them. Beyond the
terrible death toll, other negative effects included supply
chain disruptions, personnel mobility, and a shortage of
skilled workers. After COVID ended, the inflationary
consequences of these interruptions caused interest rates to
rise, which had a big effect on businesses and consumers.
Growth-oriented businesses, particularly those that weren't
making money, had to cut employees quickly.

4.6 Health and wellbeing rise to mainstream prominence
The rise of hybrid work mixing (remote and office days) has
pushed health and well-being to the top of the agenda for
companies in India and worldwide. As firms settle into this
flexible model, they’re increasingly aware that physical,
mental and emotional health are the real drivers of
productivity, engagement and resilience. Moving away from
the old, office-only mindset has forced organizations to
rethink how they support well-being, turning it from a
peripheral perk into a core part of the work culture. This
shift highlights the need to understand how health is woven
into hybrid setups, what unique hurdles and advantages
India faces compared with global patterns, and which
strategies are proving most effective for building a healthier,
more sustainable workforce.

4.7 Health and well-being in hybrid work

The COVID-19 epidemic has hastened the adoption of the
hybrid work model, which has drastically changed
workplace dynamics. In contrast to the conventional
workplace, where productivity frequently took precedence
over well-being, hybrid work has made health a central tenet
of corporate strategy. Workers now have more freedom to
manage their personal and professional lives, but this
freedom also brings with it new difficulties, like a blurring
of work-home borders, loneliness, and digital fatigue. In
response, businesses are giving holistic well-being
initiatives top priority in order to assist staff members who
work remotely as well as in-person.

Given the historical prevalence of lengthy workdays and
high-pressure work cultures in India, hybrid employment
has led to a reassessment of employee health. In order to
retain people and improve morale, Indian organizations
especially those in the IT and services sectors are
incorporating well-being into their hybrid frameworks. By
providing extensive wellness programs, corporations such as
Google, Microsoft, and Unilever have established standards
and shaped global trends. A larger societal change toward
appreciating employee-centric organizations, fueled by
employee demand and competitive labor markets, is
reflected in the mainstreaming of health and well-being.

4.8 Opportunities for well-being

There are special chances to improve health and well-being
through hybrid work. Flexibility, which enables workers to
adjust their schedules to suit individual needs, is a
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significant benefit. In India, where city workers sometimes
endure lengthy commutes, hybrid employment cuts down on
travel time, freeing up hours for relaxation, family, or
exercise. According to a 2023 Indeed India study, 68% of
Indian workers said that hybrid arrangements had improved
their work-life balance and had a favorable effect on their
mental health.

This makes it possible for workers all around the world to
prioritize  self-care and design ergonomic  home
workstations. Businesses in the US and Europe have noted a
rise in the number of people taking use of the virtual
mindfulness and fitness programs that are provided as part
of the perks of hybrid employment. Additionally, flexible
schedules promote inclusion by accommodating a range of
requirements, including those of employees with long-term
medical issues or working parents.

In hybrid environments, technology is essential to fostering
well-being. Companies such as TCS and HCL Technologies
offer telehealth services, virtual yoga sessions, and apps for
mental health help in India. Employee wellness programs
around the world incorporate platforms like Calm and
Headspace, which provide stress-reduction and meditation
techniques. Accessibility is guaranteed by these digital
solutions, regardless of whether workers are working from
home or the workplace.

4.9 Balancing health and well-being in the era of hybrid
work

Notwithstanding the advantages, hybrid work has
difficulties that may jeopardize wellbeing. The possibility of
burnout as a result of hazy work-life boundaries is one
major problem. Employees may feel under pressure to stay
online after business hours in India, where cultural norms
frequently place a premium on uninterrupted availability.
According to a 2022 Deloitte India poll, "always-on"
demands caused 59% of Indian professionals to feel more
stressed in hybrid work environments.

Similar issues are raised globally, especially in relation to
digital overload. A 2021 Stanford University study that
connected too many virtual meetings to cognitive strain
found that "Zoom fatigue" is a result of using video
conferencing platforms like Zoom or Microsoft Teams for
extended periods of time. Additionally, for workers who
thrive on social interactions in traditional office
environments, remote work might intensify feelings of
isolation. In India, where workplace relationships are
culturally significant, reduced in-person collaboration can
impact emotional well-being.

Not every employee has access to a home environment that
is suitable for working remotely. In India, where there are
glaring differences between urban and rural areas, workers
in smaller towns might not have access to dependable
internet or peaceful workspaces, which could cause stress
and lower productivity. According to a 2023 OECD
research, similar discrepancies exist globally, with lower-
income workers frequently confronting insufficient
resources in comparison to their higher-income colleagues.

4.10 Strategies for prioritizing health and well-being

Organizations in India and throughout the world are
implementing creative tactics to integrate health and well-
being into hybrid work cultures in order to address these
issues. Companies like Infosys have implemented stress-
reduction measures in India, such as restricting contact after
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hours and providing free mental health counseling. Given
the traditional focus on family duties, wellness programs
designed for Indian employees frequently incorporate
family-oriented activities.

Organizations all around the world are experimenting with
structured hybrid schedules in an effort to strike a balance
between freedom and collaboration. For instance,
Microsoft's flexible work rules include mental health
resources available through employee portals, while
Salesforce's "Wellness Days" urge staff members to unplug.
Since hybrid work necessitates adaptable leadership, it is
also crucial to train managers to spot burnout symptoms and
create inclusive team settings.

Businesses in India and throughout the world are using data
to tailor well-being programs. Targeted interventions are
made possible by the tracking of stress levels and
engagement through wearable technology and employee
feedback questionnaires. For example, international
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companies like PwC use analytics to track trends in
employee well-being, while Indian startups like Cult. Fit
collaborate with corporations to offer exercise programs.

4.11 Cultural and Regional Nuances

In India, the integration of well-being into hybrid work is
shaped by cultural factors. The collectivist mindset
emphasizes community, prompting companies to create
virtual team-building activities to replicate office
camaraderie. However, addressing mental health stigma
remains a challenge, as seeking help is less normalized
compared to Western countries. Globally, countries like
Sweden and Australia lead in progressive well-being
policies, with mandated mental health days and shorter
workweeks, setting examples for others to follow.

4.12 Organisational Chat in Digital Era

P 1\
(_ Technology )

DY) UORDSIUDTI() YIOMIDN] D108

Fig 1: Organisational Chat in Digital Era

This chart emphasizes communication links and feedback
loops across the organization, emphasizing dynamic, non-
linear interactions where information, resources, and
decisions flow through multiple pathways rather than
strictly top-down. It captures a networked organizational
structure supportive of highly interactive, team-based
collaboration.

Organizations have always been made up of networks, but
today’s communication and collaboration tools like
Microsoft Teams, Zoom, and Google Hangout have made
these connections faster and more widespread than ever
before. Leaders need to focus on developing the people
(nodes) and relationships (connections) that form the social
network of their organizations and teams.

The traditional views of organizations as strict hierarchies or
separated functional silos come from an industrial-age
mindset. These outdated ways hold back an organization’s
true potential and slow down strategy execution. Not
recognizing how everything is connected is a kind of
blindness caused by our habit of valuing the tangible,
physical parts of a business over the intangible, human side
which is just as important for success.

Even outside stakeholders are part of this network, which
increases opportunities for learning and collaboration. This
means organizations must put external stakeholders’ needs
at the forefront of their strategies, risk management, and
performance systems. Corporate social responsibility is no
longer an optional extra or afterthought; it’s now a core part
of everything organizations do.

As Adam Werbach explains in his book “Strategy for
Sustainability, sustainability is more than just a marketing
effort or a green product line. When fully embraced, it
becomes a strategy that helps reduce costs, reach new
customers, and attract and retain talented employees,
customers, and communities”.

Achieving great teamwork and managing change requires
leadership that brings all parts of the organization or team
together to support each other and focus on the bigger goals.
The biggest challenge for leaders is to get all departments
aligned and working toward a shared vision for change.

5. Evolution of hybrid work culture during and post-
COVID
Health and safety concerns, when the COVID-19 epidemic
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hit the world, the restrictions and hesitations to attend office
in person, force to the introduction of hybrid work models,
which combine in-office and remote work arrangements.
Over 60% of knowledge workers in many nations switched
to fully remote arrangements during the peak of lockdowns
(2020-2021), demonstrating how acceptance of remote work
was motivated more by survival than inclination. After the
pandemic, the hybrid model which strikes a balance
between flexibility and teamwork became the most popular.
Employee acceptance of its work-life perks has consolidated
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by 2025, but employers are still split, pointing to issues like
performance evaluation and coordination. Compared to the
experimental stages in 2022, 83% of workers worldwide
today consider hybrid arrangements to be the best option.

5.1 Global and Regional Statistics (2025)

Hybrid adoption varies by region, with North America and
Europe leading in flexibility, while Asia leans toward
office-centric models. Below is a summary table of key
metrics:

Table 1: Global and Regional Statistics (2025)

Region/Group % Hybrid Adoption % Preferring Hybrid Key Insight/Challenge
Global 47% (down from 63% post-2020) 83% ideal Dominant model; 46% would job-hunt if remote options end.
United States 51% (remote-capable jobs) 60% 22% fully remote; hybrid postings rose to 23% by 2024 end.
Europe (e.g., UK) ~50% 58% "Right to disconnect"” policies; only 42% comply with full RTO.
Asia-Pacific 30-40% 50-60% Higher office days (e.g., China: 4.7/week); Philippines majority prefer hybrid.
Latin America 35% 65% Growing but lags due to infrastructure gaps.

Sources: Derived from aggregated 2025 surveys; US figures from May Gallup poll.

Table 2: During vs. Post-COVID Comparison

Phase Acceptance Drivers

Global Adoption Rate

Challenges

During (2020- Health mandates; rapid tech adoption
2022) (e.g., Zoom).

60-70% remote/hybrid forced.

Isolation, burnout; 33% higher quit rates in some firms.

Post (2023-2025) |Flexibility for balance; recruitment edge.| 47-51% hybrid stabilized. |RTO mandates (75% of firms); coordination in distributed teams.

5.2 Key Trends in Acceptance

Employee Perspective: In 2025 job markets, 70% of job
searchers prioritize hybrid roles, demonstrating the
continued high level of excitement. According to a Stanford
randomized study, a hybrid work schedule that included two
days of remote work increased job satisfaction, reduced
attrition by 33%, and preserved productivity without
impeding advancement. Women report very significant
gains: 67% of them think hybrid has improved their careers,
and they frequently place it above parental leave.
Inconsistent practices, such as commuting to unused offices,
cause annoyances, nevertheless.

Employer Perspective: 76% of respondents believe that
flexibility reduces turnover, therefore many views hybrid as
a retention tool. However, resistance is growing. 72% of
companies enforce office mandates, whereas just 24% of
2025 job posts are hybrid (down from peaks). Although
counter-evidence demonstrates productivity benefits (e.g.,
10% more calls handled in a Turkish call center), some
studies contend that hybrid may result in inferior overall
performance because of segregated teams.

Societal Shifts: Hybrid has spurred "donut effects" (emptied
city centers), reduced commutes, and boosted midweek
leisure like golf. It also increased female workforce
participation in regions like Turkiye (from 50% to 76% in
remote setups).

5.3 Finding the Right Balance

In India and around the world, hybrid workplaces which
combine remote and in-office work have emerged as a key
component of contemporary workplace culture, providing
freedom while preserving teamwork. But striking the correct
balance is essential to increasing output, worker satisfaction,
and business success.

In India, where traditional office-centric models
predominated, hybrid work improves work-life balance by
enabling employees to cut down on lengthy commutes,
especially in Bengaluru and Delhi. Companies like Google
and Microsoft have implemented hybrid models around the

world, where workers divide their time between the
workplace and their homes in order to maximize both
independence and collaboration. Finding a balance between
personal preferences and business objectives is crucial.

5.4 Strategies for balance

e Flexible Schedules: Allowing employees to choose
office days based on tasks (e.g., collaborative work in-
office, focused tasks remotely) boosts efficiency. In
India, firms like TCS implement 2-3 office days
weekly.

e Technology Integration: Tools like Zoom and Slack
ensure seamless communication, but overuse must be
managed to prevent digital fatigue.

e Well-Being Focus: Offering mental health resources
and clear work-hour boundaries, especially in India’s
high-pressure work culture, reduces burnout.

e Inclusive Policies: Addressing disparities, such as rural
India’s connectivity challenges or global inequities in
home office setups, ensures fairness.

5.5 Challenges: Obstacles include sustaining workplace
culture, being isolated from less social connection, and
overworking as a result of blurring boundaries. Virtual
team-building is necessary in India due to the traditional
emphasis on face-to-face relationships, while businesses
worldwide are experimenting with hybrid schedules to
promote connection.

In order to establish inclusive, sustainable hybrid
workplaces that satisfy a range of requirements while
promoting productivity, the ideal balance must be struck
through customized regulations, frequent employee
feedback, and flexible leadership.

5. Conclusion

The traditional structured, office-based work environment
laid the groundwork for modern workplaces but has faced
challenges in adapting to changing employee needs. In
India, cultural and infrastructure factors influenced its
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dominance, while globally, it mirrored standardized
corporate practices. As hybrid work culture grows, it blends
the traditional model’s strengths such as collaboration,
structure, and culture-building with remote work flexibility,
creating a balanced approach suited for both India and the
global future of work.

The evolution of hybrid work signals a broader shift in
defining productivity and workplace dynamics, offering a
chance to rethink traditional work setups, emphasize
employee well-being, and embrace digital innovation in
India and worldwide. Health and well-being have become
core priorities in hybrid work environments, reflecting a
global move toward employee-centered workplaces. In
India, hybrid work presents opportunities for better work-
life balance but also requires addressing cultural and
infrastructural challenges. Globally, organizations leverage
technology and flexible policies to build resilience. By
focusing on holistic well-being, companies in India and
beyond enhance employee satisfaction while creating
sustainable and inclusive workplaces that meet the evolving
needs of today’s workforce.

6. The Future of Work

As the workplace continues to evolve, organizations must
adapt to changing employee needs and expectations. By
embracing flexibility, prioritizing workforce mental health,
and investing in technology, companies can create a more
inclusive, productive, and satisfying work environment for
their employees.
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