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ABSTRACT 

The quick use of remote and hybrid work setups has changed how 
companies operate, especially in the Information Technology (IT) 
field. This study looks at how these new ways of working affect 
Human Resource Management (HRM) policies, with a focus on IT 
workers. The research shows how usual HR tasks like hiring, 
training, evaluating performance, keeping employees engaged and 
balancing work and personal life have changed to fit the flexible 
nature of remote and hybrid work. The study used a descriptive 
design, mainly through surveys, to gather IT employees' views on 
changes in policies and how these changes affect productivity, 
teamwork, and how much employees care about their organization. 
The results show that while remote and hybrid work offers more 
flexibility, lowers employee turnover, and increases job satisfaction, 
it also brings challenges like assessing performance, keeping 
communication open, and keeping the company culture strong. The 
study suggests that HR managers need to create new policies that use 
digital tools, support employee well-being, and encourage inclusive 
practices that work well in flexible work environments. Research 
Design & Samples: This descriptive research used a convenience 
sampling method, surveying 60 IT professionals from the Coimbatore 
area. The study used a quantitative approach with data from surveys 
and in-depth interviews with IT professionals. Tools of Data 
Collection: Data was collected using a self-designed interview 
schedule to gather personal profiles. 
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INTRODUCTION 

The landscape of work has experienced a significant 
shift in recent years, with remote and hybrid work 
models becoming the norm, especially within the 
Information Technology (IT) sector. This 
transformation was largely driven by the global 
COVID-19 pandemic and further accelerated by the 
rapid advancement of digital technologies. 
Organizations were forced to rethink traditional 
workplace structures and implement flexible work 
arrangements. These models, which allow employees 
to work either entirely remotely or in a combination 
of office and remote settings, have fundamentally 
altered how organizations operate. Human Resource 
Management (HRM) has historically centered on 
office-based practices such as in-person recruitment,  

 
face-to-face training, direct supervision and physical 
engagement activities. 

However, the shift toward remote and hybrid models 
has challenged these traditional practices. HR 
managers are now required to adopt digital 
recruitment tools, redesign performance appraisal 
systems, develop virtual training modules and create 
innovative engagement strategies that foster 
productivity and collaboration across geographically 
dispersed teams. Moreover, employee well-being, 
mental health and work-life balance have become 
central to HRM agendas due to the blurring of 
boundaries between personal and professional life in 
remote settings. For IT professionals, who are at the 
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forefront of technological innovation, the transition to 
remote and hybrid work models has presented both 
opportunities and challenges. While these models 
offer greater flexibility, autonomy and opportunities 
for global collaboration, they also introduce 
complexities such as communication gaps, reduced 
team cohesion, data security concerns and challenges 
in maintaining a strong organizational culture. 

DEFINITION 

Mentzer et al. (2019) Remote Work / Tele work: A 
work arrangement in which employees perform their 
job duties from outside the employer’s physical 
workplace often from home or from other remote 
locations using digital/communication technologies.  

Cook et al. (2020) Hybrid Work Model: A work 
model that blends remote work and in-office work. 
Under hybrid arrangements, employees spend part of 
their working time in a physical workplace (office or 
organization premises) and part working remotely; 
the specific balance (which days, how many days, 
etc.) is typically set by the organization, by roles, or 
in agreement with employees.  

REVIEW OF LITERATURE 

Bloom, N., Han, R., & Liang, J. (2024) Design / 
sampling: Field randomized controlled trial 
(employees randomized by birth date into hybrid 
option vs. full-time office). Sample size: 1,612 
employees (395 managers, 1,217 non-managers) in 
Airfare & IT divisions. Outputs / findings: Hybrid (2 
days WFH / 3 days office) reduced quit rates by ≈1/3, 
increased job satisfaction, no detectable negative 
effect on performance grades or promotion rates 
(null-equivalence tests), and no difference in lines of 
code for engineers. Managers’ perceptions of 
productivity improved after the experiment. HRM 
implications (IT): Supports outcome-based 
performance measures and shows hybrid schedules 
can improve retention for IT staff without harming 
measured productivity good evidence for formalized 
hybrid policies (e.g., 2-day WFH options) with clear 
performance metrics.  

Cisco (Cisco Global Hybrid Work Study, 2025) 

Design / sampling: Double-blind global survey of 
employers & employees across 21 markets; stratified 
quotas. Sample size: 21,513 full-time respondents 
(≈1,000 per market; includes 200 employers + 800 
employees per market design). Outputs / findings: 
Finds a shift toward more in-office days (hybrid share 
down 2022→2025), perceived productivity gains in 
many organizations (self-reported avg +19%), tension 
between employee desire for flexibility and employer 
return-to-office mandates, and large gaps in 
communications & consultation about RTO policy. 
Younger cohorts (Gen Z) favor flexibility most. HRM 

implications (IT): HR must balance flexibility vs. 
career signaling (employees fear reduced 
advancement from remote days), improve 
consultation & communication about RTO/hybrid 
rules, and align tech/tooling investments with policy 
to ensure equitable experiences.  

Mahaboob Syed, S., Aruna, N., Rani Dyageti, S., 

Parne, M.P., & Reddy P. (2025) Design / sampling: 
Structured online survey; purposive sampling 
targeting HR professionals and employees in IT 
firms. Sample size: 300 respondents (HR + 
employees). Outputs / findings: ~68% of respondents 
working hybrid; ~78% reported adoption of outcome-
based performance management; strong positive 
correlations reported between digital HR practices 
and engagement (r≈0.74), flexible policies & 
retention intent (r≈0.71). Digital fatigue negatively 
correlated with productivity. HRM implications (IT): 
Indian IT firms are shifting HR policy to digital HR 
processes, virtual on boarding, outcome-based 
appraisal and wellbeing programs HR should 
formalize digital tools and monitor digital fatigue. 

PURPOSE OF THE STUDY 
The goal of this study is to look at how remote and 
hybrid work setups affect human resource 
management (HRM) policies, especially for IT 
workers. As more companies use digital tools and 
flexible work options, they are changing their HR 
practices to deal with the challenges and benefits of 
working from a distance. This study will explore how 
remote and hybrid work influences important areas of 
HR, like hiring, training, performance reviews, 
employee involvement, work-life balance and ways to 
keep employees. It also wants to find out how much 
IT workers think these work models help with 
productivity, job happiness and loyalty to the 
company. At the same time, it will look at the HR 
challenges like keeping track of performance, 
ensuring fairness and keeping the company culture 
strong. By looking at these aspects, the study hopes to 
give organizations useful information to create HR 
policies that work well with flexibility, efficiency and 
employee health in the changing digital work 
environment. 

SIGNIFICANCE OF THE STUDY 
This study is important because it looks at how the 
way people work has changed, especially with remote 
and hybrid work, which is common in the IT field. 
Technology allows employees to work from 
anywhere, anytime and in different ways. The study 
shows how HR policies are changing to fit these new 
work styles and adds to what we know about 
managing people in the digital age. It gives specific 
advice on how to create HR policies that help 
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employees stay productive, happy and loyal in hybrid 
work setups. These insights can help HR leaders 
make fair, clear and flexible rules that support both 
the company’s goals and the well-being of 
employees. Learning how remote and hybrid models 
affect career growth, work-life balance and job 
happiness helps IT workers understand how these 
policies shape their careers and daily work life. 
Companies can use the study's findings to improve 
hiring, training, performance reviews and ways to 
keep skilled IT workers. This is especially useful in a 
world where work is becoming more global and 
flexible. The research also matters outside of work 
because good HR policies for remote and hybrid 
setups can improve employee health, reduce stress 
from daily commutes and help the environment by 
cutting down on travel. 

RESEARCH METHODOLOGY 

Objectives of the study 

 To find out personal profile of the respondents. 

 To assess the level of Remote & Hybrid Work 
Models and HRM Policies of IT Professionals. 

 To examine the association between the personal 
profile and Remote & Hybrid Work Models and 
HRM Policies of IT Professionals.  

 To analyze the difference and relationship 
between the personal profile and Remote & 
Hybrid Work Models and HRM Policies of IT 
Professionals. 

This study used a descriptive research design, 
employing a non-probability sampling approach with 
convenience sampling, targeting 60 IT professionals 
from the Coimbatore district. The research gathered 
quantitative data through a survey, complemented by 
in-depth interviews with IT professionals. Data 
collection was done via a structured self-administered 
interview schedule to get personal profiles. The 
researcher applied statistical tools such as Percentage 
Analysis, T-test and ANOVA. 

Finds of the study 

S. NO FACTORS MEDIUM FREQUENCY PERCENTAGE (%) 

1 Age 25-35 years 40 66.6 
2 Gender Female 42 70 
3 Educational qualification Under graduates 44 73.3 
4 Marital status Unmarried 46 76.6 
5 Type of family Nuclear family 42 70 
6 Residential background Semi urban 45 75 
7 No of years experience 10-15 years 41 68.3 
8 Designation System administration 43 71.6 

FINDINGS 

 A majority (66.6%) of the respondents belonged to the age group of 25–35 years. 
 Most respondents (70%) have female. 
 The majority (73.3%) had an undergraduate qualification. 
 Significant proportions (76.6%) have unmarried. 
 Most respondents (70%) came from nuclear families. 
 A majority (75%) resided in semi-urban areas. 
 More than half (68.3%) have 10–15 years of experience in the IT sector. 
 The majority (71.6%) of the respondents held the designation of System Administrator. 

DISTRIBUTION OF THE RESPONDENTS BASED ON LEVELS OF REMOTE & HYBRID WORK 

MODELS AND HRM POLICIES 

S. No Remote & Hybrid Work Models and HRM Policies No. of Respondents Percentage (%) 

1 High 12 20 
2 Moderate 38 63 
3 Low 10 17 

TOTAL 60 100 

INTERPRETATION 

The table indicates that 63% of respondents reported experiencing a moderate level of Remote and Hybrid Work 
Models along with HRM Policies, while 20% experienced a high level and 17% reported a low level.  
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Influence of personal profile and Remote & Hybrid Work Models and HRM Policies of the respondents 

VARIABLES 
STATISTICAL 

TOOL 
VALUE RESULT 

Age & Remote & Hybrid Work Models and HRM 
Policies of IT Professionals. 

ANOVA P = .000 <0.05 Significant 

Gender & Remote & Hybrid Work Models and HRM 
Policies of IT Professionals. 

ANOVA P = .001<0.05 Significant 

Educational qualification & Remote & Hybrid Work 
Models and HRM Policies of IT Professionals. 

t-test P = .011< 0.05 Significant 

Marital status & Remote & Hybrid Work Models and 
HRM Policies of IT Professionals. 

t-test P = .514> 0.05 
Not 

Significant 
Type of family & Remote & Hybrid Work Models 
and HRM Policies of IT Professionals. 

t-test P = .028< 0.05 Significant 

Residential background & Remote & Hybrid Work 
Models and HRM Policies of IT Professionals. 

ANOVA P = .437 > 0.05 
Not 

Significant 
No of years experience & Remote & Hybrid Work 
Models and HRM Policies of IT Professionals. 

ANOVA P = .005 <0.05 Significant 

Designation & Remote & Remote & Hybrid Work 
Models and HRM Policies of IT Professionals. 

t- test P =.666 > 0.05 
Not 

Significant 

 There is significant difference between the age and Hybrid Work Models and HRM Policies of IT 
Professionals. 

 There is significant difference between the gender and Hybrid Work Models and HRM Policies of IT 
Professionals. 

 There is significant difference between the educational qualification and Hybrid Work Models and HRM 
Policies of IT Professionals. 

 There is no significant difference between the marital status and Hybrid Work Models and HRM Policies of 
IT Professionals. 

 There is significant difference between the type of family and Hybrid Work Models and HRM Policies of IT 
Professionals. 

 There is no significant difference between the residential background & Hybrid Work Models and HRM 
Policies of IT Professionals. 

 There is significant difference between the No of years experience & Hybrid Work Models and HRM 
Policies of IT Professionals. 

 There is no significant difference between the designation & Hybrid Work Models and HRM Policies of IT 
Professionals.  

Recommendation  

 Shift from time-bound monitoring to outcome- 
and deliverable-based performance appraisal 
systems that reflect productivity and creativity 
rather than mere working hours. 

 Frame HR policies that support remote and hybrid 
work options, allowing employees to balance 
work–life demands while ensuring business 
continuity. 

 Invest in secure, reliable and collaborative digital 
tools (cloud platforms, VPNs, project 
management software) to support seamless hybrid 
operations. 

 Conduct training programs to equip managers 
with skills for leading hybrid teams and 

employees with skills to adapt to remote 
collaboration, digital communication and self-
management. 

 Establish clear and transparent policies to avoid 
bias in promotions, assignments and rewards 
between remote and in-office employees. 

 Introduce wellness initiatives such as ergonomic 
support for home offices, mental health 
counseling and flexible schedules to reduce 
digital fatigue and stress. 

 Implement regular virtual team-building 
activities, open forums and digital communication 
strategies to sustain organizational culture and 
engagement. 
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 Adopt virtual recruitment platforms and hybrid on 
boarding models to attract a wider talent pool and 
integrate employees smoothly into organizational 
culture. 

 Conduct periodic assessments of remote and 
hybrid policies to align with evolving employee 
needs, technological changes and organizational 
objectives. 

 Promote HR practices that allow flexible working 
hours and support family-friendly policies, 
enabling IT professionals to integrate personal 
and professional responsibilities effectively. 

CONCLUSION 
The transition to remote and hybrid work has 
significantly altered how organizations, especially in 
the IT industry, develop and implement human 
resource management (HRM) strategies. The study 
reveals that flexible work arrangements offer IT 
professionals more control over their schedules, 
leading to better work-life balance, greater job 
satisfaction and improved productivity. These models 
also help companies retain top talent and boost 
operational efficiency. However, challenges such as 
tracking performance, ensuring fair promotions, 
maintaining a cohesive company culture and 
supporting employee well-being remain. To tackle 
these issues, HR leaders need to shift from 
conventional approaches to outcome-based 
assessments, digital HR tools, clear communication 
and inclusive engagement efforts. The research 
indicates that when properly managed, remote and 
hybrid work can enhance organizational resilience, 
employee loyalty and long-term sustainability. 
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