



Role of Remote Work Policies, Workplace Flexibility, and Organizational Culture on Employee Productivity: A Study of IT professionals
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Digital technology has significantly changed the traditional workplace environment, especially within the IT (Information Technology) sector. Remote work allows employees to work in flexible working environments that support productivity and enhance their performance. This study investigates the role of remote work policies and workplace flexibility, as well as the impact of organizational culture on employee productivity. The study's aim is to identify the relationships among these areas and determine whether variations in working arrangements (remote, hybrid, and in-person) impact productivity and job satisfaction. Also, identify the impacts of culture on the employees' productivity and job satisfaction. This study uses qualitative research methodology. Findings show that hybrid work was the most productive and successful work arrangement because the IT professionals were able to balance their work and family. Organizational culture plays an important role in any organization. Cultures which are based on trust, communication and collaboration enhance productivity and satisfaction, particularly within the hybrid or remote context. The research findings show that flexible working arrangements, such as hybrid working in a positive organizational culture enhance productivity and overall employee satisfaction. Future research should focus on the long-term effects of hybrid working environments on productivity and the well-being of employees.
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Introduction:
Technology is enhancing our day-to-day lives. Technology advancement has created new opportunities to work, especially in the Information Technology (IT) sector. The way work is expressed in IT has shifted from entirely office environments to remote and hybrid work. This research examines the influence of remote work policies, organisational culture, and workplace flexibility on employee productivity, motivation, and job satisfaction.
IT technology jobs need analytical, critical thinking and collaboration. IT jobs require a balance between knowledge-intensive work and collaboration. Remote work is completing job functions outside of a office building, often with a technology-based form of participation, which has significantly increased in last several years. Remote work has truly been a massive transformation in the workplace model of a generation. For the IT field, the change to remote work has been especially heavy due to the nature of the work being technology and adaptability-based. Although remote work creates potential opportunities with being geographically independent, work/life balance, and potential productivity gains, it also poses some challenges with social isolation and communication. There should be a proper balance between social and work life to get overall success. 
Remote and hybrid work has changed the working environment, especially in the technology field. The emergence of remote work and work flexibility has redefined the traditional way of work and changed how organizations consider aspects like job design, team management, and employee productivity. The last few decades have seen remote and flexible work change from niche practices to foundational elements of organizational strategy. Within the IT profession specifically, productivity and how work environments contribute to productivity merit consideration due to the industry predominantly relying on mental work, problem-solving, and collaboration. Organizational culture, flexibility with remote work policies, and hybrid arrangements all influence their role and how they perform work with colleagues and managers. Remote work policies and remote work have drastically transformed the workplace. With the remote and hybrid work option employees can work from any place and do not need to work in a specific geographical environment.
Remote work offers many benefits to employees as well as employers. Work-from-home policies give benefits, such as less time commuting, more self-direction, and the chance for a better work-life balance, which have been correlated with improved employee satisfaction and performance results. The reduced limits of physical space also allow companies to hire globally to better access a wider range of highly skilled resources working in IT. Additionally, well-structured work-from-home policies that are supported by comprehensive communication tools, virtual collaboration tools, and a secure IT system can have a positive effect on effectiveness. It is only possible with good work policies and organizational culture. 
Flexibility plays an important role in the work environment. Workplace flexibility is closely associated with remote work and entails more expansive arrangements like flexible working hours, hybrid approaches (part-time remote and part-time in the office), and compressed weeks. Workplace flexibility allows personnel, especially in high-demand cognitive fields, such as those in IT professions, to manage their work according to their own rhythms, circumstances in life, and ultimately preferences. 
Similarly, workplace flexibility allows individuals to better manage their own work-life blend, reducing stress and risk of burnout that are both detrimental to sustainable productivity. If workplaces have no structure or framework, to draw upon, coordination with colleagues may become compromised, checking timelines may become difficult and accountability for timelines may be reduced in value. It is important that flexibility occurs in conjunction with specified organizational policies, specified structure, and clear communication processes, supported by managers. Supportive leadership, clear communication and clear organization policies are all important for flexible working. 
Culture is the foundation of good organizations. Along with specified policies as well as flexibility, workplace culture forms an important component. Culture is simply defined as a collective values, beliefs, practices, and norms that both define, enable, and guide behaviors of employees. Culture is deeply connected with the ways employees give meaning to their work, connect with each other, and become connected with the mission of the organization. For IT professionals frequently working under extraordinary pressure in project-based scenarios, organizational culture will influence the level of motivation, engagement and support they experience. Where there is trust, collaboration, innovation and a focus on employee well-being, productivity will be enhanced in remote and flexible work arrangements regardless of the lack of direct supervision. In contrast, a culture that encourages less oversight, is skeptical of employee autonomy, and cannot adapt to the new reality of digital work will often compromise productivity as it encourages disengagement and poor morale.
Literature Review:
The empirical research has found that hybrid arrangements result in higher levels of productivity and levels of job satisfaction. Hybrid work arrangements have also been adopted to counteract career stagnation and social isolation, which are exacerbated by fully remote work. A hybrid work arrangement maintains the possibility of some in-person contact, meaning that hybrid work arrangements aid innovation, mentorship, and the building of relationships, which is an advocating element of IT work.
Organizational culture is an important moderator of the effectiveness of remote and flexible work. Organizational cultures that build trust and psychological safety and foster collaborative values offer employees greater confidence and the ability to facilitate flexibility. Research indicates that organizational cultures that promote flexible and open communication yield the greatest levels of productivity in remote work. In contrast, traditional organizational cultures that are control-based yield greater challenges in coordination and engagement (Grant, 2013).
Although technology adoption is vital, organizations must couple supportive practices, such as team monitoring activities or sharing common cultural values with the technology (Harmer & Pauleen, 2021). Therefore, flexible arrangements or flexible hours are dependent on the interaction that occurs between culture and the technology infrastructure that is in place. An employee's perception of flexibility is critical in predicting outcomes in remote work settings. Employees value flexibility in decreasing commute stress, enhancing work-life balance, and matching personal productivity's workflow.
Cohen and Cromwell (2021) suggest that autonomy-supportive management, regular feedback, and visible pathways to advance are pivotal in the continued morale promotion of remote teams. Remote work provides autonomy, but it may also struggle with remote work, mostly related to states of isolation, exhaustion, and visibility concerns in exchange for improved productivity and performance at work.
Autonomy is a fundamental design construct, along with social support, which will affect efficacy (Wang, 2021). Productivity might increase the implication of that might be related to some adverse effects found among employees regarding experiencing career movement stagnation or anxiety related to employee placement and community through the work-from-home option (Bloom, 2015).
Overall, the literature review shows that productivity results from organizational thinking, management, employee belief, and, importantly, cultural adaptability. The technology experience demonstrates that hybrid work and culture-driven management could enable organizations to fully leverage their flexible work approaches. To maintain productivity, organizations need to find the balance of autonomy with collaboration, technology with culture, and flexibility with structure, all under remote and hybrid work.
Objectives:
1. To explore the relationship between remote work policies and worker productivity in the information technology industry.
2. To investigate the effect of flexibility in the workplace (for example, flexible hours, hybrid work arrangements) on IT professionals productivity.
3. To examine the effect of workplace culture on the effectiveness of remote practices.
4. To explore IT employee’s opinions about workplace flexibility and how this relates to job satisfaction and job performance.
5. To examine the productivity of IT employees working from home, in a hybrid work arrangement, or working in an office.
Methodology 
This study applied a qualitative research methodology to understand the experiences and viewpoints of IT professionals in technical fields. Data was collected through informal interviews with ten participants who were aged 22 to 55. The participants were from various IT backgrounds (e.g., software engineering, cybersecurity, and IT consulting). The research methodology is qualitative and interview-based. The sample size (n = 10). This method helped with open conversation and allowed participants to feel comfortable discussing their thoughts freely. The result gives an understanding of how IT professionals work through technical changes, security demands, and client work requirements.
Findings and discussion:
1.  To explore the relationship between remote work policies and worker productivity in the information technology industry:
Research findings show that hybrid employees are productive. Hybrid work environments, which include some flexibility, engender productivity experience. Fully remote work produces some positive benefits. In this study, 75% of remote professionals reported high productivity, with the remaining participants indicating a medium level of productivity. These findings illustrate that remote work can lend itself to concentration, independence, and work-life balance. Some professionals may have limitations in connection, collaboration, or structure, and that might complicate perceptions of productivity.
This result suggests that more rigid in-office expectations could be achieved by working against a more modernized work environment. A more traditional in-office environment may impose constraints on needed flexibility, which may lead to lower productivity and greater frustrations that remote and hybrid policies may alleviate.
Across all remote-based policies (hybrid and fully remote), 83% of potential participants six out of seven reported an overall high level of productivity. Among other things, this statistic underscores the productive connection between the feeling of effectiveness and flexible working conditions.
	Productivity Levels by Group

	Work Arrangement
	High Productivity
	Medium Productivity
	Low Productivity

	Fully Remote
	3
	1
	0

	Hybrid
	3
	0
	0

	In-office
	0
	2
	1



Table 1: Productivity Levels by Group
2. To investigate the effect of flexibility in the workplace (for example, flexible hours, hybrid work arrangements) on IT professionals' productivity:
Significant flexibility in work arrangements seems to relate to higher reported productivity, particularly for professionals with moderate experience. This indicates that employees in early or middle careers may benefit most from flexible hours because they support a combination of independent, deeply focused work with group collaboration. These professionals seem to excel in work environments that allow for autonomy while also having access to resources or support, reinforcing the productivity benefits of flexible policies (hybrid work or full remote work). In contrast, participants with lower flexibility but more years of professional experience have lower productivity perceptions. This trend might pose influential constraints on experienced professionals with more inflexible hours (e.g., in-office requirements). Over time professionals develop working styles and preferences that inflexibilities challenge, reducing their overall efficiency.
Findings show that flexibility is an important driver of productivity, regardless of the stage of someone's career, but may be especially necessary to maintain the productivity of mid-career professional employees. Without the possibility for flexibility as to where and how they could work, even highly accomplished and seasoned employees might find it difficult to reach their full potential.
In summary, there is a meaningful message that organizations seeking productivity should account for flexibility policies, especially with experienced professional employees who often find it hard to follow traditional work structures. The data support the increasing need for system-bounded, flexible work in a manner that accommodates employees with different professional needs and expectations, acknowledging that systems with lots of rigid, fixed rules can further reduce productivity potential.
	Productivity Levels by Flexibility Category

	Flexibility Level
	High Productivity
	Medium Productivity
	Low Productivity

	High Flexibility (hybrid work models and fully remote)
	6
	1
	0

	Low Flexibility (in-office)
	0
	2
	1



Table  2: Productivity Levels by Flexibility Category
3. To examine the effect of workplace culture on the effectiveness of remote practices:
Supportive organizational culture has emerged as a significant contributor to productivity outcomes, particularly when work occurs in hybrid and fully remote contexts. In this paper, all participants who reported working in a supportive culture, either in hybrid or fully remote contexts, experienced productivity levels that they self-assessed as all high. This suggests that when employees experience aspects of their workplace culture that include trust, transparency, and collaboration, productivity is maximized through hybrid or fully remote work conditions, and employees flourish regardless of geography.
In contrast to participants who worked fully remote in a context with supportive elements of organizational culture, even under supportive policies, worker productivity levels were described in more of a mixed state. 50% of employees rated their productivity as high, while the other half rated it in more of a medium productivity state. This suggests that even when employees are fully remote, their productivity can potentially be increased in a fully remote policy context, but without supportive aspects of the work culture, this employee productivity can be compromised. When aspects of culture, such as trust and collaboration are not strongly established, employees work at times in a state of feeling isolated or feeling dislocated, which will detract from their productivity outcomes.
Those participants who worked in the office, as opposed to remotely, further reflect the importance of organizational culture. None of the participants who worked in an unsupportive culture reported any significant high levels of productivity. This suggests that workplace culture cannot be viewed as a mechanism that alone improves productivity; it relies on the existing structures of culture to foil the possible increases of productivity that physical presence or co-location promises.
Overall, the findings demonstrate that organizational culture serves as an important moderator for both remote and hybrid models of effectiveness. Supportive cultures may harness some of the productivity benefits brought by flexible workplace policies, while unsupportive organizational cultures likely diminish or potentially eliminate the productivity benefits associated with flexibility. This is significant because it shows the necessity for organizations to invest focused energy into establishing and maintaining positive cultural constructs, especially based on the increasing prevalence of flexible work arrangements.
	Productivity by Organizational Culture and Work Arrangement

	Work Arrangement
	Culture Perception
	High Productivity
	Medium Productivity
	Low Productivity

	Fully Remote
	Supportive
	1
	0
	0

	Fully Remote
	Unsupportive
	2
	2
	0

	Hybrid
	Supportive
	3
	0
	0

	In-office
	Unsupportive
	0
	2
	1



Table  3: Productivity by Organizational Culture and Work Arrangement
4. To explore IT employees' opinions about workplace flexibility and how this relates to job satisfaction and job performance: 
Flexible workplace arrangements have a positive effect on IT employees. Findings demonstrate that flexibility is closely associated with both productivity and job satisfaction, and the level of influence of flexibility varies depending on individuals' working arrangements and work culture.
Findings show that hybrid employees expressed the most positive perceptions of flexibility, one that is often expressed as improved performance and job satisfaction, and a balance of shared work and working independently. The hybrid working approach appears to be a successful combination of working independently or socially, allowing employees to work independently at times of peak productivity while maintaining some level of team-based collaboration and work.
Fully remote professionals largely reported positive impacts as well and specifically identified factors including flexibility around work hours, autonomy and trust associated with workplace flexibility contributing to performance. However, some participants indicated that social isolation and a sense of cultural loss were challenges that moderated the impacts on performance, satisfaction and well-being as professionals engaged in flexible remote work.
Professionals in this group referred to their inflexible schedules and the lack of support in organizational culture as contributors to lower job satisfaction and diminished productivity. This feedback indicates that strict work schedules can not only constrain flexibility in the workplace but may also decrease workplace morale where organizational culture does not mitigate the lack of flexibility or autonomy during the workday.
Main positives across all groups included flexible working hours, trust from the organization, and autonomy. If organizations want to maximise the benefits of flexibility, policies will need to include intentional practices of culture-building to promote inclusion, trust and connectedness with colleagues. Flexibility in the workplace can be a significant enhancer of performance and satisfaction, particularly in hybrid and remote models.
	Flexibility and Job Satisfaction

	Flexibility Level
	Positive 
	Negative
	Neutral

	High Flexibility
	5
	1
	1

	Low Flexibility
	0
	3
	0



Table  4: Flexibility and Job Satisfaction
5. To examine the productivity of IT employees working from home, in a hybrid work arrangement, or working in an office:
Research findings show that hybrid work arrangements are driving productivity among IT employees. 100% of IT employees indicated high productivity. A hybrid work arrangement gives a successful combination of freedom and autonomy with peer collaboration to address both highly focused work and peer interaction. Remote work also has a positive productivity rate. 75% employees said they are productive in a remote environment. The findings suggest working remotely can have a positive impact due to work flexibility.
Compared to hybrid work or remote work, traditional in-office work exhibited the lowest productivity, as none of the employees indicated high productivity, and the majority identified at medium to low productivity levels. The findings indicated stress and reduced productivity among employees, in which a more cooperative and less inflexible working structure would have improved productivity or performance.
	Productivity Levels by Work Arrangement

	Work Arrangement
	High Productivity
	Medium Productivity
	Low Productivity

	Fully Remote
	3
	1
	0

	Hybrid
	3
	0
	0

	In-office
	0
	2
	1



Table  5: Productivity Levels by Work Arrangement

Collectively, these results highlight the need for flexibility in productivity. The hybrid work arrangements demonstrate the highest productivity of the work arrangements, incorporating some combination of remote autonomy and face-to-face interaction. Fully remote work was also productive (when led by a supportive culture and alignment with individual employees), but recognition of the properties of this work arrangement was more variable.
Conclusion:
The findings from this study show the impacts of hybrid, fully remote, and in-office work arrangements on productivity, job satisfaction, and employee experience in the IT sector. The findings show that workplace flexibility can serve as a key driver for productivity and positive employee perceptions and that organisational culture can serve as an important moderator in terms of how effective a work arrangement can be based on the workplace environment.
The study indicates better productivity results with hybrid work arrangements. This finding indicates hybrid work arrangements can leverage flexibility while not necessarily sacrificing the value of in-person collaboration. Hybrid work makes room for collaboration, teaming, and relationship building, which generates productivity.
Employees working fully remotely also reported considerable productivity benefits, with 75% of remote employees indicating high productivity. This finding demonstrates the potential of remote working arrangements in creating an enabling situation for employees to have a choice in how and when they work. However, the fully remote option was not totally favourable, unlike the hybrid arrangements. 25% of employees who said they were working in a way that was medium productivity identified challenges related to social isolation and cultural connection. This means that even as remote work may have some employees performing at a higher level, it may disable productivity for some employees, especially when organisations do not explicitly take steps to enhance engagement and cultural connection.
Office arrangements typically include strict schedules and limited employee autonomy, which may limit productivity levels for knowledge professionals who could thrive in a workforce model that has less rigid scheduling. It seems that the commute in and out of the office, the established office hours, and not being able to schedule work around personal productivity times may limit production, rather than prohibit production. This suggests that if an office produces an employee productivity advantage, it may be due to less rigidity of scheduling and freeing up employees from strict office-based schedules.
Culture was an important enhancer of the effectiveness of flexible working arrangements when it garnered trust, openness, collaboration, and inclusivity. In fact, all participants who operated in a hybrid or remote arrangement and described their culture as supportive of their hybrid or remote setup reported high productivity. This finding illustrates the relationship between supportive cultures and the ability to leverage hybrid or remote policies.
Unsupportive organizational cultures led to reduced productivity outcomes, even in the presence of flexible work arrangements. In fact, remote professionals who operated within an unsupportive culture showed mixed productivity outcomes; 50% reported high productivity when working remotely, and 50% reported medium productivity when working remotely. This mixed productivity outcome illustrates that there is a ceiling to the productivity potential of remote worker productivity outcomes when an organizational and workplace culture does not support connection, communication, and trust.
Hybrid professionals exhibited the most uniformly positive perceptions. They indicated that hybrid working modes permitted individuals to plan work activities around times when they were most capable of performing those tasks, while also allowing for the interpersonal advantages associated with work in an office. Overall, professionals reiterated that this way of working provided the best results, increased productivity and higher satisfaction due to the hybrid approach. Hybrid professionals appeared to gain the most from both autonomy at work and meaningful social connections, which pointed to the flexibility that the hybrid model allows.
Remote work arrangements alone, without a connection to the organizational community, did not always engender job satisfaction, emphasizing the required importance of organizational strategies to supplement remote work policies and strategies to ensure cultural inclusion and connection to the community while remotely working.
The perception of flexibility and productivity was also influenced by the experience levels of participants. Those individuals with moderate experience, about nine years on average, were more likely to express high productivity with flexible arrangements. These employees seemed to be in the optimal place to balance an awareness of their skill maturity with a willingness to accept autonomy, and they flourished based on the implications of being given more control over their work.
The study indicates that hybrid models have generated the most productive outcome, fully remote models generally generate strong productivity with some outliers, and in-office work produces the least amount of productivity as compared to hybrid and remote Work. If organizational culture generates trust, inclusion, and collaboration, and flexibility, it directly helps in generating significant amounts of productivity. Without organizational culture support (or related culture constructs), fully remote and hybrid models will not result in productivity levels. 

Summary:
The research demonstrates that workplace flexibility is critical to both productivity and satisfaction for an IT professional. The hybrid working model is the most successful, especially in relation to collaboration. While fully remote work arrangements display similar benefits. In-office workspace signifies lower productivity and satisfaction than hybrid and remote work models. Organizations that want to receive the highest productivity require flexible work policies and a strong organizational culture.
Consent 
As per international standards or university standards, Participants’ written consent has been collected and preserved by the author(s).
Future Research:
Future research should focus on the long-term impact of a hybrid working model for the IT professional.
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