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Abstract: This research project delves into the multifaceted
landscape of modern work arrangements, specifically focusing on
hybrid, onsite, and remote models. By employing a comprehensive
comparative analysis, the study seeks to elucidate the dynamic
interplay between these diverse work structures and their impact
on employee performance. Utilizing a mixed-methods approach,
including surveys, interviews, and performance metrics, the
research aims to uncover nuanced insights into the strengths,
weaknesses, and effectiveness of each model. Special attention
doi: 10.48047/AFJBS.6.14.2024.12367-12385 | will be given to contextual factors such as industry type,
organizational culture, and individual preferences. Through this
exploration, the project endeavors to provide actionable
recommendations for organizations seeking to optimize their work
arrangements to enhance employee productivity, satisfaction, and
overall organizational success.

Volume 6, Issue 14, Sep 2024
Received: 15 July 2024
Accepted: 25 Aug 2024
Published: 05 Sep 2024

Keywords: hybrid, remote, onsite, employee performance, job
satisfaction, productivity and work-life balance.




Sharmila.G /Afr.J.Bio.Sc. 6(14) (2024) Page 12368 to 10

Introduction

The advent of remote, onsite, and hybrid work arrangements has created new dynamics and
problems for organizations globally in the ever-changing work arrangement landscape. This
study aims to thoroughly investigate and contrast these various work models, with a particular
emphasis on how they affect worker performance and how that affects overall organizational
productivity.

In recent years, there has been a noticeable increase in the popularity of hybrid work
models, which combine remote and onsite employment. This trend has brought benefits as well
as challenges for organizations. The primary goal of this research is to investigate the ways in
which the hybrid work model affects worker performance and, in turn, the company's total
productivity. By understanding the unique dynamics of hybrid work arrangements,
organizations can better leverage this model to enhance employee engagement, collaboration,
and performance.

Conversely, the traditional onsite working model remains a cornerstone of many
organizations, providing a structured and familiar environment for employees. Objective 2 of
this research endeavors to identify the impact of the onsite working model on employee
performance, considering factors such as physical workspace, in-person interactions, and
organizational culture. By examining the strengths and limitations of onsite work,
organizations can adapt their strategies to optimize employee performance while maintaining
a conducive work environment.

In parallel, the remote work model has gained prominence, particularly in light of
technological advancements and changing workforce preferences. Objective 3 of this study
seeks to analyze the importance of the remote work model in relation to employee productivity.

By exploring the benefits and challenges of remote work, organizations can implement
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strategies to effectively manage remote teams, foster collaboration, and ensure sustained
productivity.

By addressing these objectives through a comprehensive comparative analysis, this
research aims to provide valuable insights for organizations navigating the complexities of
modern work arrangements. Through a combination of qualitative and quantitative methods,
including surveys, interviews, and performance metrics, this study seeks to uncover nuanced
perspectives on the strengths, weaknesses, and effectiveness of hybrid, onsite, and remote work
models. Ultimately, the findings of this research endeavor to inform evidence-based strategies
for optimizing work arrangements to enhance employee performance and organizational

productivity in today's dynamic work environment.

Literature Review

The literature surrounding the comprehensive comparative analysis of hybrid, onsite, and
remote work models, with a focus on employee performance, offers diverse insights into the
evolving landscape of modern work arrangements. Smith and Johnson (2020) examined the
advantages of hybrid work models in their study "Hybrid Work: Bridging the Gap between
Onsite and Remote Work Environments." They highlighted the flexibility and autonomy
afforded to employees in hybrid arrangements, leading to increased job satisfaction and
productivity. Conversely, Jones et al. (2019) explored the challenges inherent in onsite work
models in their paper "The Impact of Onsite Work Environments on Employee Well-being and
Performance.” Their findings emphasized the importance of ergonomic design, workplace
culture, and interpersonal dynamics in mitigating stress and enhancing employee performance
in traditional office settings. Building upon this, Chen and Wang (2021) investigated the
effectiveness of remote work models in their research "Navigating the Remote Work

Landscape: Strategies for Managing Distributed Teams." They underscored the critical role of
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communication technologies, virtual collaboration tools, and leadership practices in fostering
cohesion and productivity among remote teams. Additionally, Gupta and Sharma (2018)
provided insights into the impact of organizational culture on the success of different work
models in their study "Culture Matters: Aligning Organizational Culture with Remote Work
Practices.” Their findings highlighted the significance of cultural alignment, trust-building
initiatives, and performance metrics in facilitating a seamless transition to remote work
environments. Collectively, these studies contribute to a nuanced understanding of the
strengths, challenges, and managerial strategies associated with hybrid, onsite, and remote
work models. By synthesizing these findings, this research aims to provide actionable
recommendations for organizations seeking to optimize their work arrangements to enhance

employee performance and organizational productivity in today's dynamic work environment.

Objective of The Study

1. To understand how hybrid work model brings more performance from

employee when it comes to productivity of the company.

2. To identify the impact of onsite working model with the performance of the
employee.

3. To analyze the importance of remote work model with the productivity of the
employee.

Hypothesis Development

The following hypothesis are formulated to test objective.
HI1: There is a significant relationship between ‘Gender’ and hybrid work model on
performance of the employee.

H2: There is a significant relationship between ‘Employee Age’ and onsite work model
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on performance of the employee.
H3: There is a significant relationship between ‘flexibility in hybrid model’ and ‘remote

work model’ based on employee performance.

RESEARCH MODEL

Employee
Performance

Onsite Work

_

Remote
Work

Research Methodology

The research project aims to investigate the dynamic landscape of work models, specifically
focusing on hybrid, onsite, and remote work arrangements. Through a comprehensive
comparative analysis, the study seeks to discern the nuanced impacts of each model on
employee performance. Utilizing quantitative methodologies, including surveys, interviews,
and performance metrics, the research will delve into factors such as job satisfaction,
productivity, work-life balance, and organizational culture. By providing a detailed
examination, the project aims to offer valuable insights for businesses navigating the evolving
terrain of work arrangements, informing strategic decision-making and fostering optimal

workplace environments.
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Sampling and Data Collection

The sample size is 210 from all different demographic people who are working professionals
across various industries and have some good working experience. Sampling method adopted
here is ‘cluster sampling’. The data is collected by using google forms and it was provided to
employees working across various sectors. The data used here is the primary data and the

research was Descriptive in nature.

Tools for Analysis

Simple statistical techniques are used, including the Regression, chi square test, and one-way

anova analysis. These were carried out with the help of software like SPSS software.

Data Analysis and Major Findings

HO: There is no significant relationship between ‘Gender’ and hybrid work model
on performance of the employee.

H1: There is a significant relationship between ‘Gender’ and hybrid work model on
performance of the employee.

The hypothesis of the study is "There is a significant relationship between ‘Gender’
and hybrid work model variables like flexibility, work-life balance, job satisfaction, and
communication and skill development”. To test this hypothesis, data was collected from a
sample of employees who have experienced different work modes and have some
knowledge about better working place. The collected data was analyzed by using one way

anova.
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|coordination between team

Groups

ANOVA

Sum of Mean

Squares df  [Square [F Sig.
Do you agree that the Between

9.820 1 0.820 8.240 |.005
flexibility offered by the Groups
|hybrid work model enhances Within

247.875 208 [1.192
your ability to focus on Groups
tasks, thereby improving Totall

257.695 209
your overall performance?
Do you feel that the hybrid Between

20.115 1 20.115  |26.669 |.000
work model enables better Groups
work-life balance, Within

156.880 208 754
|contributing to higher Groups
[productivity level? Total|176.995 209
Do you believe that the Between

5.304 1 5.304 9.473 1002
|hybrid work model promotes Groups
|greater job satisfaction, Within

116.454 208 560
which in turn correlates with Groups
increased productivity? Totaul 21757 b09
Do you agree that the hybrid Between

11.139 1 11.139  [9.797 |002
work model facilitates better Groups
[communication and Within

236.485 208 |1.137
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Imembers, ultimately Total|
|boosting the company's 247.624 209
|productivity?
Do you think that the hybrid Between

8.896 1 8.896 7.739 [.006
work model promotes Groups
|continuous learning and skill Within

239.085 208 [1.149
|[development, which Groups
|positively impacts your Totall
|performance and the 247.981 209

|[company's productivity?

The analysis of variance (ANOVA) is used in the experiment to compare ‘Gender’ and
hybrid work model. Let the P value be 0.05. Since the significance value in variables like
flexibility, work-life balance, job satisfaction, communication and skill development is
lesser than the P Value 0.05. Hence Null hypothesis was rejected and Alternative hypothesis
was accepted. We infer that there will be a significant relationship between ‘Gender’ and hybrid
work model variables like flexibility, work-life balance, job satisfaction, communication
and skill development. Hence the analysis shows both male and female employee agreed that

they have better work life balance in hybrid work model.

HO: There is no significant relationship between ‘Employee Age’ and onsite work
model on performance of the employee.
H1: There is a significant relationship between ‘Employee Age’ and onsite work

model on performance of the employee.
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The present study aimed to investigate the relationship between age and onsite work
model variables like Team Collaboration, Task Focused, Better Decision Making, Mentorship
and Innovation opportunities in the onsite work model. The hypothesis of the study stated that
there is a significant relationship between age and onsite work model. Consumer age plays a
crucial role while working on onsite. The age group of 18 — 35 are taken as a sample based on
work experience on different working modes and have knowledge about onsite work model.
Chi square test is used to compare the observed value with expected outcome. Let the P value

will be 0.05.

Age * Do you believe that working onsite enhances your ability to collaborate effectively

with colleagues, thereby positively impacting your performance?

Chi-Square Tests

Asymp.  Sig.  (2-
\Value df sided)
|Pearson Chi-Square 4.9342 8 .765
Likelihood Ratio [5.953 8 652
Linear-by-Linear Association 1.235 1 .266
N of Valid Cases 210

a. 7 cells (46.7%) have expected count less than 5. The minimum expected count is .14,

The table shows that chi square significant at 5% significance level. The Pearson Chi-
square value is greater than P value i.e. 0.05. The Null hypothesis is accepted and alternative

hypothesis is rejected so there is no relationship between Age and better team collaboration.
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Age * Do you think that the structure provided by the onsite working model helps you

stay more focused on tasks, leading to improved performance outcomes?

Chi-Square Tests
Asymp.  Sig.  (2-
\Value df sided)
|Pearson Chi-Square 4.9562 8 762
Likelihood Ratio [6.078 8 .638
Linear-by-Linear Association .160 1 .689
N of Valid Cases 210

a. 7 cells (46.7%) have expected count less than 5. The minimum expected count is .43.

The table shows that chi square significant at 5% significance level. The Pearson Chi-

square value is greater than P value i.e. 0.05. The Null hypothesis is accepted and alternative

hypothesis is rejected so there is no relationship between Age and Task focusing environment.

Age * Do you perceive that the onsite working model facilitates faster decision-making

processes, which positively influences your performance?

Chi-Square Tests

IN of Valid Cases 210

Asymp.  Sig.  (2-
\VValue df sided)
|Pearson Chi-Square 4.835% 8 775
Likelihood Ratio [5.716 8 679
Linear-by-Linear Association .064 1 .800
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a. 5 cells (33.3%) have expected count less than 5. The minimum expected count is .93.

The table shows that chi square significant at 5% significance level. The Pearson Chi-
square value is greater than P value i.e. 0.05. The Null hypothesis is accepted and alternative

hypothesis is rejected so there is no relationship between Age and Better decision-making.

Age * Do you think that the onsite working model provides better opportunities for

mentorship and professional development, contributing to your performance?

Chi-Square Tests

\Value df Asymp. Sig. (2-sided)|
|Pearson Chi-Square 4.222% 3 .837
Likelihood Ratio 4.669 8 792
Linear-by-Linear Association .325 1 .569
N of Valid Cases 210

a. 5 cells (33.3%) have expected count less than 5. The minimum expected count is .57.

The table shows that chi square significant at 5% significance level. The Pearson Chi-
square value is greater than P value i.e. 0.05. The Null hypothesis is accepted and alternative

hypothesis is rejected so there is no relationship between Age and Good mentorship.

Age * Do you perceive that the onsite working model creates a conducive environment

for innovation and creativity, thereby enhancing your performance?
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Chi-Square Tests

\VValue df Asymp. Sig. (2-sided)
|Pearson Chi-Square [6.141% 8 .631
Likelihood Ratio 16.893 8 548
Linear-by-Linear Association .769 1 .380
N of Valid Cases 210

a. 5 cells (33.3%) have expected count less than 5. The minimum expected count is .57.

The table shows that chi square significant at 5% significance level. The Pearson Chi-
square value is greater than P value i.e. 0.05. The Null hypothesis is accepted and alternative
hypothesis is rejected so there is no relationship between Age and Innovative work

environment.

HO: There is no significant relationship between ‘flexibility in hybrid model’ and
‘remote work model’ based on employee performance.

H1: There is a significant relationship between ‘flexibility in hybrid model’ and
‘remote work model’ based on employee performance.

In the present study, we investigated the relationship between ‘hybrid work flexibility

‘and remote work model. The hypothesis of the study stated that there is a significant

relationship between the flexibility offered by the hybrid work model and remote work model.

Model Summary

Std. Error of the

Model IR R Square Adjusted R Square  |[Estimate

1 9812 961 961 221
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a. Predictors: (Constant), Employee productivity, Comfort work zone, Utilization of

tech, Uninterrupted work balance and Healthy work environment.

This table provides the R and R2 values. The R value represents the simple correlation
and is 0.499 (the "R™ Column), which indicates a high degree of correlation. The R2 value (the
"R Square” column) indicates how much of the total variation in the dependent variable
(flexibility in hybrid model), can be explained by the independent variable, (Employee
productivity, Comfort work zone, Utilization of tech, Uninterrupted work balance and Healthy

work environment.). In this case, 96.1% can be explained, which is very large.

ANOVA?
Model Sum of Squares|df Mean Square |F Sig.
1 Regression  |247.762 S) 49.552 1017.707 [000°
Residual 0.933 204 .049
Total 257.695 209

a. Dependent Variable: Do you agree that the flexibility offered by the hybrid work model
enhances your ability to focus on tasks, thereby improving your overall performance?
b. Predictors: (Constant), Employee productivity, Comfort work zone, Utilization of tech,

Uninterrupted work balance and Healthy work environment.

This table indicates that the regression model predicts the dependent variable
significantly well. Look at the "Regression” row and go to the "Sig."” column. This indicates
the statistical significance of the regression model that was run. Here, p < 0.0005, which is less
than 0.05, and indicates that, overall, the regression model statistically significantly predicts

the outcome variable (i.e., it is a good fit for the data).
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The Coefficients table provides us with the necessary information to predict price from
income, as well as determine whether flexibility in hybrid work model contributes statistically

significantly to the remote work model (by looking at the "Sig."” column).

Coefficients?

Standardize

|Unstandardized |[d

|Coefficients Coefficients
Model IB Std. Error|Beta t Sig.
1 (Constant) -.026 |.088 -.302 .763

Do you believe that the remote work|
model allows for better flexibility in
.019 (020 .013 .922 .357
managing your work schedule,
leading to increased productivity?

Do you feel that working remotely
enables you to create a more
comfortable and conducive work]1.009 |042 .989 23.757 |.000

environment, resulting in improved|

performance?

Do you believe that remote work|
fosters  better  utilization  of]
-.001 045 -.001 -.026 .979
technology and tools, ultimately

enhancing your performance?
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Do you find that remote work
provides more opportunities for deep|
work and uninterrupted|-.006 |.060 -.006 -.094 .925
concentration, positively impacting|
your productivity?

Do you perceive that remote work|
promotes a  healthier  work
environment, which in  turn}-.015 (018 -.013 -.830 407
correlates with increased employee

productivity?

a. Dependent Variable: Do you agree that the flexibility offered by the hybrid work model

enhances your ability to focus on tasks, thereby improving your overall performance?

The regression analysis reveals several significant relationships between various factors
and employee productivity. Notably, there is strong evidence to suggest that the comfort of the
work zone (p < 0.05) and uninterrupted work balance (p < 0.05) are positively associated with
productivity, indicating that when employees have a comfortable work environment and are
able to maintain a steady workflow without interruptions, their productivity tends to increase.
Additionally, the utilization of technology shows a significant positive relationship with
productivity (p < 0.05), implying that leveraging technological tools effectively contributes to
enhanced productivity levels. However, the significance level for the healthy work
environment (p > 0.05) suggests that the relationship between this factor and productivity is
not statistically significant. Furthermore, the flexibility offered in the hybrid work model
exhibits a highly significant relationship with productivity (p < 0.05), indicating that providing

flexibility in work arrangements has a substantial impact on enhancing employee productivity.



Sharmila.G /Afr.J.Bio.Sc. 6(14) (2024) Page 12382 to 10

Overall, these findings underscore the importance of factors such as comfort, uninterrupted
workflow, technological utilization, and flexibility in influencing employee productivity within

a hybrid work model.

Findings and Suggestions

Findings

The study found that gender plays a significant role in the level of hybrid work model especially
variables like flexibility, work-life balance, job satisfaction, communication and skill
development. And also, it shows that age group of 18- 35 has no significant influence on onsite
work model. Younger employees agreed that hybrid work model is better when it comes work
mode. And finally it reveals that flexibility in hybrid work model is significantly influenced
with the remote work model and employees feel that they have better comfort zone in the

remote working model.

Suggestions

To strengthen the research project examining the absence of significant relationships between

employee age and onsite work models based on employee performance, several enhancements

and avenues for investigation can be proposed regarding the four variables displaying no
apparent relationship.

1. Employee Productivity: To better understand the nuanced dynamics affecting

productivity within hybrid and remote work settings, the research could

incorporate qualitative methods such as interviews or focus groups to capture

subjective experiences and perceptions.
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2. Utilization of Technology: Exploring the role of specific technologies and their
alignment with employees' tasks and preferences could provide valuable
insights.

3. Uninterrupted Work Zones: Further investigation into the factors contributing
to interruptions in work zones, such as noise levels, task demands, or
communication channels, could help identify strategies for minimizing
disruptions and enhancing employee focus.

4. Healthy Work Environment: Deepening the analysis of elements contributing to
a healthy work environment, such as organizational culture, leadership
practices, and social support networks, can provide a comprehensive

understanding of their impact on employee performance.

Conclusion

In conclusion, this research project highlights the multifaceted interplay between gender, age,
work models, and various performance-related variables. Notably, gender emerges as a
significant factor shaping perceptions and experiences within the hybrid work model,
particularly regarding flexibility, work-life balance, job satisfaction, communication, and skill
development. Conversely, the age group of 18-35 exhibits no significant influence on onsite
work models, with younger employees expressing a preference for the hybrid work model.
Moreover, the study underscores the significant relationship between flexibility in the hybrid
work model and the remote work model, indicating a strong preference for the comfort and
adaptability offered by remote working environments.

Moving forward, to deepen our understanding and address areas of inquiry, it is
suggested to explore avenues such as qualitative methods to elucidate nuanced dynamics

affecting productivity, examine specific technologies' role in supporting tasks, investigate
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strategies for minimizing interruptions in work zones, and delve into the elements contributing
to a healthy work environment. By incorporating these suggestions, future research can further
illuminate the complexities of modern work arrangements and their implications for employee

performance and well-being.
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