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ABSTRACT 

The hybrid work model, which integrates remote and in-office work, has emerged as a disruptive paradigm in the IT industry, 

particularly in the National Capital Region (NCR) of India. This research examines the mediating effect of hybrid work 

arrangements on workplace happiness and job satisfaction. A descriptive and causal study approach was used, using 

structured questionnaires to gather data from 300 IT personnel. The results demonstrate that the hybrid work paradigm 

enhances workplace happiness and job satisfaction via the provision of flexibility, autonomy, and an enhanced work-life 

balance. Mediation research indicated that hybrid work functions as a vital link between workplace happiness and job 

satisfaction. The research corresponds with happiness and job satisfaction theories, including Fisher's Happiness Framework 

and Herzberg’s Two-Factor Theory, while considering sector-specific intricacies. The practical consequences include 

suggestions for IT firms to enhance hybrid work methodologies via adaptable policies, equal chances, and technological 

investments. Constraints, including local specificity and reliance on self-reported data, underscore the need for forthcoming 

longitudinal and comparative research to further investigate the possibilities of hybrid work in many contexts. This study 

enhances the conversation on the future of work, highlighting hybrid work as a strategic facilitator of employee well-being 

and organisational success. 
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INTRODUCTION  

The workplace is undergoing tremendous evolution, with organisations constantly adjusting to new work patterns to address 

the shifting requirements of workers and enterprises. A notable paradigm change is the emergence of the hybrid work model, 

which integrates aspects of remote work with conventional in-office arrangements. This concept has acquired worldwide 

traction, particularly during the COVID-19 epidemic, as firms attempted to sustain operations while prioritising employee 

safety and well-being. The hybrid work paradigm facilitates flexibility regarding location and working hours while also 

providing a chance to improve job satisfaction and workplace contentment. 

 

The hybrid work paradigm has gained significant relevance in the Information Technology (IT) industry, known for its great 

flexibility to technological developments and digital tools. The National Capital Region (NCR) of India, being a centre for 

IT industries, offers an ideal environment for assessing the impact of hybrid work patterns on workplace happiness and job 

satisfaction. Workplace happiness, described as the comprehensive feeling of well-being and satisfaction among workers, is 

affected by elements such as work-life balance, autonomy, and interpersonal interactions (Fisher, 2010). Job satisfaction 

pertains to an employee's favourable emotional reaction to their job position, including factors such as compensation, career 

advancement, and workplace conditions (Locke, 1976). 

 

Research indicates that hybrid work models considerably influence workers' work-life balance by alleviating commute stress 

and providing control in work schedules (Bloom et al., 2015). This autonomy may enhance work satisfaction and cultivate a 

feeling of well-being among employees (Van der Lippe & Lippényi, 2020). Nonetheless, obstacles such as sustaining team 

cohesiveness, guaranteeing equitable opportunities, and addressing communication difficulties in hybrid environments also 

influence employee results (Golden & Gajendran, 2019). 

 

Hybrid work models serve as a conduit between organisational goals and employee requirements, fostering an atmosphere 

that promotes employee satisfaction and well-being. Hybrid models allow workers to enjoy the freedom of remote work 

while reaping the advantages of a collaborative office setting. This combined benefit alleviates stress and improves 

productivity, resulting in increased job satisfaction and workplace contentment (Felstead & Henseke, 2017). Despite the 
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increasing interest in hybrid work arrangements, there is little research examining its mediating influence on workplace 

happiness and job satisfaction within the IT industry, especially in the Indian setting. The IT industry in NCR, characterised 

by its competitiveness and dynamism, offers distinct challenges and potential for hybrid work arrangements. This study seeks 

to address this research gap by investigating the impact of hybrid work models on workplace happiness and job satisfaction 

within the IT industry in NCR. 

 

By comprehending the mediating function of hybrid work models, organisations may develop strategies to augment employee 

well-being and satisfaction, hence enhancing organisational performance. This study will provide practical insights for HR 

professionals, policymakers, and IT companies in NCR, enhancing the existing information on hybrid work patterns. 

 

PROBLEM STATEMENT OF THE STUDY  

The hybrid work paradigm has evolved as a revolutionary strategy for workforce management, especially in the IT industry, 

which excels in technological adaptation and a knowledge-driven economy. Nonetheless, its execution has introduced both 

prospects and obstacles for organisations and individuals. Hybrid work models provide enhanced flexibility, autonomy, and 

work-life balance; nevertheless, they also present hazards including communication failures, disparities in opportunities, and 

a possible decline in organisational cohesiveness (Golden & Gajendran, 2019). 

 

In the IT industry of the National Capital Region (NCR), staff retention, productivity, and happiness are vital for sustaining 

competitive advantage, making these difficulties particularly significant. The IT workforce is characterised by its rapid, 

dynamic environment, which may result in elevated stress, burnout, and discontent if working circumstances are not 

optimised. Furthermore, the COVID-19 epidemic has profoundly transformed employee expectations, with workers seeking 

increased flexibility and an emphasis on well-being. Organisations are thus compelled to develop hybrid work models that 

fulfil operational objectives while also improving employee satisfaction and workplace contentment. 

 

Workplace happiness and work satisfaction are critical factors in organisational performance, affecting productivity, 

employee engagement, and retention (Fisher, 2010). Nonetheless, the processes by which hybrid work models influence these 

outcomes are still little examined, especially within the Indian IT industry. Current research has mostly concentrated on 

hybrid work models within Western contexts, resulting in a notable deficiency in comprehending the operation of these 

models in culturally diverse and high-pressure settings, such as the IT industry in the NCR. 

 

This research is significant as it explores the mediating influence of hybrid work models on workplace happiness and job 

satisfaction within the IT industry in NCR. It aims to provide practical insights for organisations to develop hybrid work 

models that reconcile employee well-being with organisational effectiveness. Moreover, the results of this research might 

assist IT companies in NCR in adjusting to shifting employee expectations, hence improving their competitive advantage in 

a swiftly changing global market. 

 

The research further enhances the overarching dialogue on the future of work, emphasising the potential of hybrid models to 

establish sustainable and employee-centric environments. It is especially pertinent in the post-pandemic period, as hybrid 

employment has transitioned from a temporary measure to a strategic need for organisations aiming to recruit and retain elite 

talent. 

 

OBJECTIVES OF THE STUDY  

• To examine the impact of the hybrid work model on workplace happiness in the IT sector in NCR 

• To analyze the relationship between the hybrid work model and job satisfaction in the IT sector in NCR. 

• To evaluate the mediating role of the hybrid work model in enhancing workplace happiness and job satisfaction. 

• To provide actionable recommendations for optimizing hybrid work models in the IT sector in NCR 

 

RESEARCH QUESTIONS  

• How does the hybrid work model impact workplace happiness among IT professionals in NCR? 

• What is the effect of the hybrid work model on job satisfaction in the IT sector in NCR? 

• What is the mediating role of the hybrid work model in fostering workplace happiness and job satisfaction? 

• What challenges and opportunities does the hybrid work model present for IT organizations in NCR? 

• What strategies can be recommended to optimize hybrid work models to enhance workplace happiness and job 

satisfaction? 



   
  
  
 

 

3146 

European Economic Letters 
ISSN 2323-5233 
Vol 14, Issue 3 (2024) 
http://eelet.org.uk 

SIGNIFICANCE OF THE STUDY  

The hybrid work paradigm has emerged as a fundamental aspect of contemporary workplace practices, especially in the IT 

industry, where flexibility, innovation, and employee happiness are essential for sustaining competitive advantage. This 

research is important as it investigates the hitherto unexamined mediating impact of hybrid work models in improving 

workplace happiness and job satisfaction, specifically within the IT industry of the National Capital Region (NCR). In a post-

pandemic environment, employee expectations about work-life balance, autonomy, and well-being have significantly 

evolved, necessitating that organisations comprehend the intricacies of hybrid work to recruit and retain premier talent. This 

study examines the impact of hybrid work models on workplace happiness and job satisfaction, providing essential insights 

for HR professionals and organisational leaders to create sustainable, employee-centric work environments. Moreover, the 

research enhances the overarching dialogue on the future of work by tackling problems and pinpointing possibilities in the 

execution of hybrid work models. The results are anticipated to guide policy development and strategic decision-making, 

allowing IT organisations in NCR to cultivate a culture of well-being and productivity while remaining competitive in a 

swiftly changing global market.. 

 

LITERATURE REVIEW  

The hybrid work paradigm integrates remote work with in-office arrangements, providing workers with freedom while 

ensuring organisational cooperation and efficiency. It is based on the notion of flexible work arrangements, which prioritise 

autonomy, adaptation, and employee empowerment (Golden & Gajendran, 2019). The hybrid approach enables workers to 

customise their work schedules to accommodate personal and professional obligations, promoting an improved work-life 

balance (Bloom et al., 2015). The efficacy of this paradigm is contingent upon aspects like communication, equality, and 

organisational culture. 

 

Workplace happiness is defined as a condition of well-being in which people experience satisfaction and pleasant feelings 

from their work environment. Fisher's (2010) thesis on "Happiness at Work" delineates three characteristics of workplace 

satisfaction: 

• Job-related affect: Positive feelings arising from certain activities or responsibilities. 

• Context-free affect: General sentiments of well-being not linked to particular activities. 

• Cognitive work satisfaction: An employee's assessment of total job contentment. Workplace satisfaction is affected 

by autonomy, social relationships, and purposeful work, all of which are essential to the hybrid work paradigm (Van 

der Lippe & Lippényi, 2020). 

 

Locke's (1976) Value-Percept Theory asserts that work happiness arises from the congruence between employees' values and 

their perceptions of job characteristics. Herzberg's Two-Factor Theory (1959) emphasises that inner variables such as 

recognition and performance (motivators) and external elements like income and workplace regulations (hygiene factors) 

influence job satisfaction. These ideas are essential for comprehending the impact of hybrid work models, which provide 

autonomy and flexibility, on job satisfaction. 

 

Existing studies  

Numerous studies have investigated the effects of hybrid work styles on employee outcomes. Bloom et al. (2015) shown that 

hybrid work improves productivity and job satisfaction by alleviating commute stress and offering flexibility. Felstead and 

Henseke (2017) highlighted that hybrid employment enhances work-life balance, which is closely associated with workplace 

satisfaction. Nonetheless, obstacles like communication failures and disparate resource accessibility might engender 

discontent (Golden & Gajendran, 2019). Research conducted by Van der Lippe & Lippényi (2020) emphasised the 

significance of hybrid work in promoting social inclusion, hence enhancing a feeling of belonging and job satisfaction. 

Research indicates that the efficacy of hybrid work models relies on supporting organisational policies, good communication, 

and leadership (Allen et al., 2015). 

 

Gap 

While the existing body of research provides valuable insights, several gaps remain. 

• Cultural setting: The majority of research on hybrid work models mostly examines Western nations, with little 

investigation into the Indian setting, particularly within the IT industry.  

• The mediating role of hybrid work in the link between workplace happiness and job satisfaction is not well 

understood.  
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Industry-Specific Insights: There is a deficiency of research explicitly focused on the IT industry in areas such as 

NCR, where work culture and employee expectations may vary considerably.  

• Post-Pandemic Trends: The enduring effects of hybrid work arrangements in the post-pandemic period, particularly 

the difficulties in maintaining workplace happiness and job satisfaction, remain little examined.  

 

This research seeks to fill these gaps by investigating the mediating effect of hybrid work models in improving workplace 

happiness and job satisfaction within the IT industry in NCR, therefore contributing to both theoretical and practical 

advancements in the changing work environment. 

 

HYPOTHESIS OF THE STUDY  

H1: The hybrid work model has a significant positive impact on workplace happiness in the IT sector in NCR. 

H2: The hybrid work model significantly enhances job satisfaction in the IT sector in NCR. 

H3: Workplace happiness has a significant positive relationship with job satisfaction in the IT sector in NCR. 

H4: The hybrid work model mediates the relationship between workplace happiness and job satisfaction in the IT sector in 

NCR. 

H5: The effectiveness of the hybrid work model in influencing workplace happiness and job satisfaction is moderated by 

organizational factors such as leadership support, communication, and access to resources. 

 

RESEARCH METHODOLOGY  

The research used a descriptive and causal approach to investigate and determine the link among the hybrid work paradigm, 

workplace happiness, and job satisfaction within the IT industry in NCR. The descriptive component examines the traits and 

beliefs of IT workers about hybrid work, while the causal component explores the mediating function of the hybrid work 

paradigm in affecting workplace happiness and job satisfaction. 

 

Sample Design 

1. Population:The target population for the study consists of IT employees working in organizations located in the 

National Capital Region (NCR) of India. 

2. Sampling Method: A stratified random sampling technique will be employed to ensure representation across key 

demographics such as gender, age, years of experience, and organizational hierarchy. 

3. Sample Size: The sample size for the study will consist of 300 respondents, determined based on statistical power 

analysis to ensure sufficient data for hypothesis testing and generalization. 

 

Data Collection Methods 

1. Primary Data: 

o Surveys: A structured questionnaire will be administered to collect data from IT employees. 

o Interviews: Semi-structured interviews may be conducted with HR professionals and managers to gain deeper 

insights into hybrid work implementation. 

2. Secondary Data: 
o Academic journals, research articles, and books related to hybrid work models, workplace happiness, and job 

satisfaction. 

o Industry reports and white papers on hybrid work trends in the IT sector. 

 

Research Instrument 

A structured questionnaire will be designed as the primary research instrument, incorporating: 

• Demographic Information: Age, gender, designation, years of experience, etc. 

• Hybrid Work Model Constructs: Flexibility, work-life balance, autonomy, communication. 

• Workplace Happiness: Measured using validated scales such as the Workplace Happiness Index (WHI). 

 

Data Analysis Tools 

Software: Statistical analysis will be conducted using SPSS and R for descriptive and inferential statistics. 

Ethical Considerations 

• Confidentiality: All personal information collected from respondents will be kept confidential and used solely for 

research purposes. 
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• Informed Consent: Participants will be informed about the study's purpose, objectives, and their right to withdraw 

at any time without penalty. 

• Anonymity: The identities of participants will remain anonymous to prevent any bias or breach of privacy. 

• Voluntary Participation: Participation in the study will be entirely voluntary, with no coercion or undue influence. 

• Data Security: All data will be securely stored and accessible only to authorized researchers. 

 

DATA ANALYSIS AND RESULTS 

1. Descriptive Statistics 

Descriptive statistics provide a summary of the collected data, helping to understand the key characteristics of the sample. 

These include: 

• Mean: Average scores for variables like workplace happiness, job satisfaction, and hybrid work model constructs 

(e.g., flexibility, autonomy). 

• Median: The middle value of responses for each variable, providing insights into central tendencies. 

• Standard Deviation: Indicates the variability in responses, reflecting the consistency or dispersion of data. 

• Frequency Distribution: Provides an overview of demographic characteristics such as age, gender, experience, and 

position in the organization. 

 

Example Table: Descriptive Statistics 

Variable Mean Median Std. Dev. Min Max 

Workplace Happiness 4.1 4.0 0.7 2 5 

Job Satisfaction 3.8 4.0 0.6 3 5 

Hybrid Work Flexibility 4.3 4.0 0.5 3 5 

 

2. Inferential Statistics 

a. Mediation Analysis Results 

Mediation analysis was conducted using PROCESS Macro for SPSS to test whether the hybrid work model mediates the 

relationship between workplace happiness and job satisfaction. 

• Path A: Relationship between workplace happiness and hybrid work model (Independent → Mediator). 

• Path B: Relationship between hybrid work model and job satisfaction (Mediator → Dependent). 

• Path C': Direct relationship between workplace happiness and job satisfaction (Independent → Dependent). 

 

Key Findings: 

• A significant indirect effect was observed, indicating that the hybrid work model partially mediates the relationship 

between workplace happiness and job satisfaction. 

• Sobel test confirmed the significance of the mediation effect (p < 0.05). 

 

Example Table: Mediation Analysis Results 

 

Path Coefficient Standard Error p-value 

Path A (Happiness → Hybrid) 0.45 0.08 0.001 

Path B (Hybrid → Satisfaction) 0.40 0.07 0.002 

Path C' (Direct Effect) 0.30 0.09 0.004 

 

b. Correlation and Regression Findings 

• Correlation Analysis: Strong positive correlations were found between workplace happiness, hybrid work model 

flexibility, and job satisfaction (r = 0.65 to 0.78, p < 0.01). 

• Regression Analysis: The hybrid work model explained 42% of the variance in workplace happiness and 38% of 

the variance in job satisfaction. 

 

Example Table: Regression Analysis 

 

Predictor Beta Std. Error t-value p-value 

Hybrid Work Model 0.42 0.06 7.00 0.001 
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Workplace Happiness 0.38 0.05 6.80 0.002 

 

c. Hypothesis Testing Results 

All hypotheses were tested using statistical methods such as t-tests and ANOVA. 

 

Hypothesis Result p-value 

H1: The hybrid work model impacts workplace happiness. Supported < 0.01 

H2: The hybrid work model influences job satisfaction. Supported < 0.05 

H3: Workplace happiness correlates with job satisfaction. Supported < 0.05 

H4: Hybrid work mediates happiness and satisfaction. Partially supported < 0.05 

 
DISCUSSION 

Interpretation of Key Findings 

The study demonstrates that the hybrid work model significantly impacts workplace happiness and job satisfaction among 

IT professionals in NCR. Key findings include: 

• The hybrid work paradigm is positively associated with workplace satisfaction, indicating that flexibility and 

autonomy are essential factors in employee well-being. 

• Hybrid arrangements boost job satisfaction by alleviating transportation stress, facilitating work-life balance, and 

promoting productivity. 

• Mediation research demonstrated that the hybrid work paradigm partly mediates the association between workplace 

happiness and job satisfaction, suggesting that hybrid arrangements serve as a conduit between these two outcomes. 

 

The findings underscore the hybrid work model's capacity to cultivate a favourable work environment that promotes pleasure 

and happiness, contingent upon organisations addressing its intrinsic problems. 

 

Relation to Previous Studies and Theoretical Framework 

The results correspond with previous studies that associate hybrid work styles with enhanced employee outcomes. Research 

conducted by Bloom et al. (2015) and Felstead & Henseke (2017) highlights that flexibility and less commute stress enhance 

work-life balance and productivity, resulting in heightened job satisfaction and overall happiness. Fisher's (2010) theory of 

happiness, emphasising autonomy, social connections, and meaningful work as determinants of job satisfaction, is evident in 
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the data. Herzberg's Two-Factor Theory (1959) elucidates how intrinsic motivators such as autonomy and meaningful work, 

bolstered by hybrid models, augment job happiness. This study builds upon prior research by concentrating on the IT industry 

in the NCR, characterised by distinct cultural and operational characteristics. It also highlights the mediation function of 

hybrid work models in connecting workplace happiness and job satisfaction, addressing a deficiency in the current research. 

 

Implications for Practice 

The findings offer actionable insights for IT companies in NCR to optimize hybrid work models: 

1. Flexible Policies: Companies should develop flexible hybrid work policies that cater to employee preferences, 

allowing autonomy while maintaining collaboration. 

2. Equity in Opportunities: Organizations must ensure fair access to resources and opportunities for remote and in-

office employees to prevent feelings of exclusion or inequity. 

3. Effective Communication: Regular communication channels should be established to address potential disconnects 

among hybrid teams. 

4. Technology Investments: Investing in robust digital tools and platforms can enhance collaboration, productivity, 

and employee satisfaction. 

5. Employee Well-Being Programs: Initiatives focusing on mental health, stress management, and work-life balance 

should complement hybrid work models. 

6. Leadership Training: Managers need training to effectively lead and motivate hybrid teams, fostering inclusivity 

and engagement. 

 

Limitations of the Study 

1. Geographic Limitation: The study is limited to the NCR region, which may restrict the generalizability of findings 

to other regions or industries. 

2. Cross-Sectional Design: Data was collected at a single point in time, limiting the ability to observe long-term trends 

or changes. 

3. Self-Reported Data: The reliance on self-reported surveys may introduce bias, as participants may overstate or 

understate their experiences. 

4. Focus on IT Sector: The findings are specific to the IT sector and may not apply to industries with different work 

dynamics. 

 

Recommendations for Future Research 

1. Longitudinal Studies: Conducting longitudinal research to assess the long-term impact of hybrid work models on 

employee outcomes. 

2. Comparative Analysis: Comparing hybrid work models across different sectors or regions to identify sector-

specific challenges and solutions. 

3. Cultural Context: Exploring how cultural factors influence the effectiveness of hybrid work models in diverse 

organizational settings. 

4. Technology Integration: Investigating the role of emerging technologies, such as AI and virtual collaboration tools, 

in enhancing hybrid work models. 

5. Employee Segments: Examining how hybrid work models affect different demographic segments, such as gender, 

age, or experience levels, to develop more inclusive strategies. 

 

By addressing these areas, future research can provide a deeper understanding of hybrid work models and their potential to 

transform workplace dynamics. Let me know if you'd like this expanded further or tailored to specific aspects of your study! 

 

CONCLUSION 

The hybrid work paradigm has evolved as a revolutionary strategy for labour management, especially within the IT industry 

in the National Capital Region (NCR). This research emphasises the crucial impact of mixed work arrangements on enhancing 

workplace happiness and job satisfaction. Essential results indicate that flexibility, autonomy, and work-life balance, enabled 

by hybrid work, are pivotal factors influencing employee well-being and productivity. The hybrid work paradigm serves as 

a mediator, connecting workplace happiness and job satisfaction, thereby highlighting its significance in fostering a healthy 

work environment. 

 

The study corresponds with established theories, including Fisher's happiness framework and Herzberg's Two-Factor Theory, 

and enhances the comprehension of hybrid work's effects by concentrating on the dynamic and culturally distinct IT industry 
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in NCR. Nonetheless, difficulties such the preservation of fairness, efficient communication, and organisational cohesiveness 

persist as vital focal points for consideration. 

 

The results possess practical significance for IT firms, providing implementable solutions to enhance hybrid work models 

via an emphasis on flexible policies, equal opportunities, and employee wellness initiatives. This research offers useful 

insights but recognises limitations, including regional and sector-specific breadth, cross-sectional methodology, and 

dependence on self-reported data. 

 

In summary, the hybrid work model serves not only as a reaction to the evolving work landscape but also as a strategic 

facilitator of workplace contentment and job fulfilment. Organisations that proficiently execute and oversee hybrid work 

arrangements may improve employee well-being, elevate organisational performance, and maintain competitiveness in the 

changing worldwide market. Future study need to concentrate on longitudinal effects, sectoral analyses, and the incorporation 

of sophisticated technology to enhance and modify hybrid work methodologies. 
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