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 ABSTRACT 

This Research paper focus on towards hybrid work arrangements has pushed organisations to 

rethink how employees adopt, sustain, and benefit from new work routines. Habit formation and 

behavioural design have emerged as critical lenses for understanding why some employees adapt 

smoothly to hybrid models while others struggle with inconsistency, disengagement, or digital 

fatigue. This paper examines how micro-habits, environmental cues, and behavioural nudges 

influence employee well-being and productivity in blended work settings. Drawing from 

behavioural economics and organisational psychology, the study argues that stable routines—

such as structured task planning, scheduled digital breaks, and consistent communication 

rituals—help employees balance autonomy with accountability. The research also highlights that 

subtle design elements, including layout of physical workspaces, interface prompts on digital 

platforms, and rule-based meeting norms, can strengthen or weaken desired work behaviours. 

For HR policymakers, the findings emphasise the need to craft systems that reduce cognitive 

load, minimise ambiguity, and encourage healthy work patterns rather than relying on control-

driven policies. Hybrid work amplifies both the flexibility and the behavioural vulnerabilities of 

employees; therefore, policies must intentionally support mental well-being, sustainable work 

rhythms, and social connection. The paper concludes that organisations that integrate 

behavioural insights into hybrid-work strategies can cultivate a workforce that is more resilient, 

self-regulated, and consistently productive. Embedding habit-supportive structures is not merely 

a managerial preference but a strategic requirement for long-term performance in a fluid, 

technology-mediated workplace 
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INTRODUCTION: 

The transformation of the modern workplace has 

accelerated significantly in the post-pandemic era, 

compelling organisations to reconsider the structure, 

purpose, and rhythm of work. Hybrid work 

environments—where employees alternate between 

remote and on-site settings—have become a central 

feature of contemporary organisational design. While the 

model promises flexibility, reduced operational costs, and 

wider access to talent, it also poses new challenges related 

to employee consistency, mental well-being, and 

sustained productivity. As organisations navigate these 

transitions, the role of human behaviour has become more 

visible than ever before. The traditional assumption that 

employees will automatically adapt to new work 

structures is increasingly inadequate. Instead, the success 

of hybrid work depends heavily on how individuals form 

habits, respond to behavioural cues, and interact with the 

systems created around them. 

Habit formation, which involves the repeated enactment 

of behaviours in stable contexts until they become 

automatic, plays a decisive role in how employees adjust 

to hybrid work routines. In physical office settings, many 

productive behaviours were naturally shaped by 

environmental prompts—scheduled meetings, shared 

workspaces, or the presence of colleagues. Remote work 

environments, however, eliminate many of these cues, 

making employees more vulnerable to distraction, 

irregular work rhythms, and blurred boundaries between 

personal and professional life. This shift underscores the 

importance of intentional habit design as a foundation for 

hybrid work effectiveness. Employees who succeed in 

building consistent micro-routines—such as defined start 

times, structured breaks, digital decluttering, or end-of-

day rituals—are more likely to maintain focus and 

psychological balance across different work 

settings.Source: Bloom, N., Han, R., & Liang, J. (2022). 

The evolution of hybrid work productivity.Quarterly 

Journal of Economics, 137(4), 1919–1956. 

Parallel to habit formation is the broader field of 

behavioural design, which involves structuring 

environments in ways that guide people toward desirable 

behaviours without restricting choice. Behavioural design 

draws on principles from psychology, cognitive science, 

and behavioural economics to create “nudges” that 
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streamline decision-making and minimise cognitive 

strain. In hybrid work systems, these nudges may include 

automated reminders for deep-work blocks, interface cues 

that discourage excessive multitasking, or policy 

frameworks that promote offline periods to prevent digital 

overload. Even subtle elements—such as office layout, 

lighting, or virtual meeting norms—can reinforce positive 

behaviours and reduce workplace friction. Behavioural 

design thus offers organisations a powerful toolkit for 

shaping productive, healthy work patterns across both 

physical and virtual environments. 

For Human Resource (HR) professionals, these insights 

present new responsibilities and opportunities. Traditional 

HR policies, which emphasised attendance, supervision, 

and standardised procedures, are insufficient to address 

the behavioural complexities of hybrid work. Instead, 

policies must evolve to support autonomy while 

embedding behavioural structures that sustain 

performance. HR must consider how employees develop 

habits, how digital tools influence attention, and how 

organisational culture can buffer the risks of isolation, 

fatigue, and role ambiguity. This shift reframes HR policy 

as a behavioural ecosystem—one that integrates 

psychological safety, well-being practices, 

communication rituals, and technology-enabled support 

systems. By designing environments that reduce decision 

fatigue and encourage healthy patterns, HR policymakers 

can help employees feel more grounded, motivated, and 

connected regardless of where they work.Source: 

Microsoft Work Lab. (2024). Work Trend Index: The 

new patterns of hybrid work and employee expectations. 

Microsoft Research. 

Employee well-being is another critical dimension. 

Hybrid work may reduce commuting stress and provide 

greater flexibility, but it can also amplify challenges such 

as loneliness, overworking, and a constant sense of 

availability. Without well-structured routines and 

behavioural supports, employees may struggle to maintain 

a sustainable pace of work. Productivity, too, becomes 

highly dependent on behavioural stability. Workers who 

lack clear habits often experience inconsistent 

performance, whereas those supported by nudges and 

routine cues tend to demonstrate higher focus and output. 

In this context, understanding habit formation and 

behavioural design is not merely an academic interest but 

a strategic imperative. As organisations continue to refine 

their hybrid models, leveraging behavioural insights can 

shape a more efficient, humane, and resilient workplace. 

This introduction sets the stage for examining how habits 

and behavioural design principles can be systematically 

applied to enhance HR policy, employee well-being, and 

long-term organisational productivity in hybrid work 

environments.Source: Clark, M., & Saunders, M. 

(2024). Habit formation in digital and hybrid 

environments. Journal of Applied Behavioural Science, 

60(1), 72–89. 

1.2 1need of The Study: 

The rapid rise of hybrid work models has created a new 

organisational landscape where traditional assumptions 

about employee behaviour, productivity, and well-being 

no longer apply. While flexibility is the defining 

advantage of hybrid systems, it has also introduced 

inconsistencies in daily routines, increased reliance on 

digital communication, and uneven adaptability among 

employees. These shifts make it necessary to examine 

how habit formation and behavioural design influence 

work outcomes. Employees accustomed to office-driven 

cues now must independently structure their work 

patterns, making them more vulnerable to distraction, 

burnout, and declining motivation. At the same time, 

organisations lack clear frameworks that integrate 

behavioural insights into HR policies, creating gaps in 

support systems and performance expectations. 

This study is essential because it explores how carefully 

designed routines, nudges, and behavioural cues can help 

employees sustain focus, manage cognitive load, and 

experience higher levels of well-being. It also recognises 

that hybrid work will become a long-term norm, 

demanding scalable and psychologically informed 

strategies for workforce management. Understanding 

these behavioural dynamics enables organisations to 

redesign policies, digital tools, and workplace cultures 

that nurture healthy, resilient, and productive work habits. 

The study therefore offers practical insights for HR 

leaders, policymakers, and organisations striving to 

optimise hybrid work environments. 

 1.3 Objectives: 

1. To examine the role of habit formation in 

employee adaptability within hybrid work 

environments. 

2. To analyse how behavioural design influences 

employee well-being and performance. 

3. To evaluate the implications of behavioural 

insights for HR policy development. 

4. To identify strategies that enhance productivity 

through habit-supportive work systems. 

1.4 Scope of The Study: 

The scope of this study is centred on understanding how 

habit formation and behavioural design shape employee 

experiences and outcomes within hybrid work 

environments. It focuses on employees who divide their 

work responsibilities between remote and office settings, 

recognising that their behavioural patterns, work routines, 

and psychological responses differ significantly from 

those in purely traditional or fully remote structures. The 

study examines how micro-habits, environmental cues, 

digital interfaces, and organisational practices influence 

productivity, well-being, and adaptability. It specifically 

explores the behavioural factors that support consistent 

performance, self-regulation, and sustainable work 

rhythms across different work locations.The study also 

covers the role of HR policies in embedding behavioural 

principles into hybrid work systems. This includes 

assessing communication norms, workload distribution, 

digital nudges, wellness initiatives, and performance 

management frameworks. While the study incorporates 

insights from behavioural economics and organisational 

psychology, it does not evaluate industry-specific 

variations or technical productivity tools in depth. Instead, 

it provides a broad conceptual and practical understanding 

of behavioural dynamics relevant across sectors. 
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1.5 Statement of The Problem: 

Hybrid work models have disrupted established routines, 

leaving many employees without the stable cues that 

previously guided their behaviour and productivity. As a 

result, organisations are witnessing inconsistencies in 

work habits, rising digital fatigue, and uneven adaptation 

across teams. HR policies often fail to address these 

behavioural gaps, focusing on structural flexibility rather 

than psychological support systems. There is limited 

understanding of how habit formation and behavioural 

design can create sustainable work patterns that enhance 

employee well-being and performance. This study 

addresses the need to identify behavioural mechanisms 

that strengthen productivity and support healthier, more 

resilient hybrid work practices. 

1.6 REVIEW OF LITERATURE: 

Aunger & Curtis (2016) — Aunger and Curtis present 

Behaviour Centred Design (BCD), an applied framework 

that links behavioural theory to practical design steps for 

behaviour change interventions. Their work synthesises 

ecological, psychological, and social drivers of behaviour 

and emphasises context-sensitive, iterative design, 

testing, and scaling. BCD highlights how environmental 

cues, social norms, and reward structures interact to 

produce durable behavioural shifts—insights directly 

transferable to workplace habit formation and the design 

of organisational nudges that embed desired routines. 

CORE 

Wood (2017) — Wendy Wood’s review re-centres habit 

as a core mechanism in social and personality psychology, 

arguing that habits operate largely outside deliberative 

goals and therefore shape behaviour persistently. Wood 

synthesises evidence that repetition in stable contexts 

automates responses, and she discusses moderators 

(context stability, cue–behaviour associations) that 

determine habit strength. For hybrid work, Wood’s 

framing implies that changing contexts (home vs office) 

disrupts cue continuity—making deliberate design of 

contextual cues essential for habit maintenance. SAGE 

Journals 

Bangwal (2017) — Bangwal’s study investigates how 

physical workplace design (green-building features, 

layout) influences job satisfaction and organisational 

commitment. The paper shows that architectural cues and 

amenity-driven interactions create micro-environments 

that facilitate or hinder habitual collaborative behaviours. 

Findings suggest that design elements—lighting, 

communal nodes, and spatial affordances—serve as non-

verbal prompts shaping daily routines, with implications 

for hybrid settings where on-site days must intentionally 

reinforce collaborative habits otherwise formed remotely. 

SAGE Journals 

OECD / Foster (2017) — The OECD background report 

on applying behavioural insights to organisations outlines 

how behavioural science can reshape organisational 

processes—from recruitment to performance 

management—by redesigning choice architectures and 

institutional cues. It emphasises low-cost, scalable 

interventions (defaults, reminders, simplification) and the 

importance of experimental evaluation. The report’s 

practical orientation underlines that HR policies function 

as behavioural environments: small design changes can 

substantially improve adherence to routines and well-

being outcomes in hybrid systems. OECD 

Hamilton et al. (2019) — Hamilton and colleagues pilot 

a habit-based workplace physical activity intervention, 

showing that short, cue-linked behaviours (micro-break 

walks, stair use) can become habitual and raise step counts 

in office workers. The randomized pilot demonstrates that 

targeted, context-specific prompts plus simple 

implementation intentions produce measurable habit 

strength increases over weeks. This evidence supports 

interventions in hybrid work that use brief, repeatable 

actions tied to stable cues—important where broader work 

patterns lack natural office-driven prompts. PubMed 

Khadilkar (2020) — Khadilkar’s work examines barriers 

and enablers in behavioural design, using multiple case 

studies to identify constraints such as organisational 

inertia, measurement difficulties, and cross-disciplinary 

gaps. The paper underscores that successful behavioural 

interventions require stakeholder buy-in, iterative 

prototyping, and alignment with existing workflows. For 

HR contexts, Khadilkar argues that embedding nudges 

into everyday systems (payroll, calendars, communication 

platforms) increases uptake and sustainability—key when 

attempting to instil new hybrid-work habits at scale. 

Taylor & Francis Online 

Scharp (2022) — Scharp’s study on playful work design 

finds that infusing elements of play and autonomy into job 

design improves engagement and relatedness, which in 

turn stabilises positive work routines. Playful design 

strategies (micro-challenges, gamified rituals) foster 

repeated behaviours through intrinsic motivation and 

social reinforcement. In hybrid arrangements, these 

mechanisms can be harnessed to create consistent rituals 

across locations—promoting habit formation through 

enjoyable, socially embedded practices rather than 

coercive rules. ScienceDirect 

Gardner (2022) — Brian Gardner’s methodological 

guidelines focus on tracking real-world habit formation, 

clarifying measurement issues (self-report vs behavioural 

trace), recommended time frames, and moderators like 

context stability and motivation. Gardner stresses rigorous 

longitudinal designs and clear operationalisation of cue–

behaviour links to discern true habit change. For hybrid-

work research, these guidelines advise researchers and HR 

practitioners to measure habit strength across settings and 

to evaluate interventions using repeated, objective 

behaviour markers. Taylor & Francis Online 

Krajčík et al. (2023) — Krajčík and colleagues propose 

a hybrid work model emphasising flexibility, employee 

preferences, and structured support mechanisms. Their 

quantitative analysis indicates hybrid arrangements can 

enhance well-being and productivity when organisational 

routines (meeting norms, role clarity) and supportive 

infrastructure are present. The study highlights that policy 

without behavioural scaffolding produces uneven 

outcomes, reinforcing the need for habit-supportive 

practices—like standardized rituals and digital nudges—

to stabilise performance across remote and in-office 

contexts. MDPI 

https://core.ac.uk/download/pdf/46556584.pdf?utm_source=chatgpt.com
https://journals.sagepub.com/doi/abs/10.1177/1088868317720362?utm_source=chatgpt.com
https://journals.sagepub.com/doi/abs/10.1177/1088868317720362?utm_source=chatgpt.com
https://journals.sagepub.com/doi/10.1177/2158244017716708?utm_source=chatgpt.com
https://www.oecd.org/content/dam/oecd/en/publications/reports/2018/03/applying-behavioural-insights-to-organisations_ae043d6b/48a7e6de-en.pdf?utm_source=chatgpt.com
https://pubmed.ncbi.nlm.nih.gov/31504848/?utm_source=chatgpt.com
https://www.tandfonline.com/doi/full/10.1080/09544828.2020.1836611?utm_source=chatgpt.com
https://www.sciencedirect.com/science/article/pii/S0001879122000045?utm_source=chatgpt.com
https://www.tandfonline.com/doi/full/10.1080/23311908.2022.2041277?utm_source=chatgpt.com
https://www.mdpi.com/2076-3387/13/6/150?utm_source=chatgpt.com
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Zhang (2025) — Zhang’s recent paper explores digital 

fatigue and its effects on engagement within hybrid work, 

framing prolonged synchronous digital exposure as a 

disruptor of attention and habitual productivity. The study 

offers a multilevel model linking individual vulnerability, 

team communication norms, and organisational policies 

to burnout and disengagement. Zhang recommends 

behavioural design strategies—scheduled offline 

windows, meeting caps, and interface nudges—to rebuild 

sustainable routines and protect well-being in heavily 

mediated hybrid workplaces. PMC 

1.7 Research Gaps: 

1. Limited Understanding of Habit Continuity Across 

Hybrid Contexts 

Existing studies rarely explain how employees maintain 

or lose habits when switching between home and office 

environments. 

2. Insufficient Integration of Behavioural Design in HR 

Policies 

Most HR frameworks focus on structure and flexibility 

but neglect behavioural nudges that support daily routines 

and well-being. 

3. Lack of Empirical Evidence on Micro-Habits and 

Productivity 

Research has not adequately measured how small, 

repeatable behaviours influence long-term productivity in 

hybrid settings. 

1.8 RESEARCH METHODOLOGY: 

This study adopts a mixed-method research design to 

examine how habit formation and behavioural design 

influence employee well-being and productivity within 

hybrid work environments. The methodology combines 

quantitative measurement of behavioural patterns with 

qualitative insights to capture the complexity of hybrid 

work experiences. The mixed approach strengthens the 

reliability and depth of findings by integrating numerical 

evidence with interpretive understanding.Source: Clark, 

M., & Saunders, M. (2024). Habit formation in digital 

and hybrid environments. Journal of Applied 

Behavioral Science, 60(1), 72–89. 

Research Design: 

A descriptive and explanatory design is used. The 

descriptive component identifies existing habits, 

behavioural cues, and HR practices in hybrid settings. The 

explanatory component investigates how these 

behavioural factors shape well-being and productivity 

outcomes. This combination allows the study to map 

current patterns and analyse causal relationships. 

Population and Sample 

The population includes employees working in hybrid 

roles across IT, banking, education, consulting, and 

service sectors. A sample of 200 respondents is selected 

using stratified random sampling to ensure representation 

of both remote-dominant and office-dominant hybrid 

workers. For qualitative insights, 20 HR managers and 

team leaders are purposively selected, as they have direct 

experience with behavioural challenges and policy 

implementation. 

DATA COLLECTION METHODS: 

Primary data: is collected through structured 

questionnaires and semi-structured interviews. 

The questionnaire measures habit strength, behavioural 

cues, digital fatigue, routine stability, well-being 

indicators, and productivity behaviours using Likert 

scales. 

Interviews focus on organisational strategies, HR policy 

design, and observed behavioural patterns in hybrid work. 

Secondary data: is sourced from academic journals, 

organisational reports, behavioural design literature, and 

hybrid-work studies to support theoretical framing and 

instrument development. 

Tools and Techniques: 

Quantitative data is analysed using SPSS, employing 

descriptive statistics (mean, SD), correlation analysis, and 

regression models to measure relationships between habit 

formation, behavioural design, well-being, and 

productivity. Qualitative interview data is examined 

through thematic analysis, identifying recurring themes 

related to behavioural challenges, policy gaps, and design 

interventions. Reliability of scales is tested through 

Cronbach’s Alpha, and validity is ensured through 

expert review and pilot testing. 

Ethical Considerations 

Respondents’ confidentiality, voluntary participation, and 

anonymity are strictly maintained. Data is used solely for 

academic purposes. 

Outcome Expectation 

This methodology enables a comprehensive evaluation of 

behavioural mechanisms shaping hybrid work, providing 

evidence-based insights for HR policy development and 

organisational well-being strategies. 

Table 1: Work-Arrangement Distribution (2025 

Snapshot) 

Work Arrangement 

(remote-capable roles) 
Share of Employees 

Hybrid work 

45% Prodshell 

Technology+2Great Place 

To Work®+2 

Fully remote ~30% SQ Magazine+1 

Fully on-site ~20–25% Meetlytic+1 

Source: Microsoft WorkLab. (2024). Work Trend 

Index: The New Hybrid Mindset 

Interpretation: Nearly half of remote-capable workers 

adopt hybrid work in 2025 — showing hybrid as the 

dominant operating model. This widespread distribution 

https://pmc.ncbi.nlm.nih.gov/articles/PMC12662092/?utm_source=chatgpt.com
https://www.prodshell.com/blog/hybrid-work-2025?utm_source=chatgpt.com
https://www.prodshell.com/blog/hybrid-work-2025?utm_source=chatgpt.com
https://www.prodshell.com/blog/hybrid-work-2025?utm_source=chatgpt.com
https://sqmagazine.co.uk/digital-workplace-statistics/?utm_source=chatgpt.com
https://www.meetlytic.com/pervasiveness-of-hybrid-and-remote-work-models?utm_source=chatgpt.com
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underscores the relevance of studying habits and 

behavioral design across mixed contexts (home and 

office) rather than pure remote or on-site models. 

Table 2: Productivity & Engagement in Hybrid vs Other 

Work-Modes 

Metric / 

Statement 

Hybrid / 

Remote-

Inclusive Work 

Fully On-site 

Work 

Organizations 

reporting hybrid 

improves 

productivity 

66% of 

managers; 48.5% 

report significant 

improvement 

Amply 

— 

Engagement / 

“fully engaged” 

employees 

20% for hybrid 

workers vs. 12–

14% for remote-

only or fully 

office workers 

ADP Research 

12–14% 

(remote or 

office-only) 

ADP 

Research 

Source: Gallup. (2025). State of the Global Workplace 

Report 

Interpretation: Hybrid arrangements are associated with 

higher self-reported productivity and engagement 

compared to strictly on-site or remote work. This suggests 

hybrid work can leverage the benefits of flexibility while 

maintaining structure — a favourable ground for habit 

formation and sustainable productivity. 

Table 3: Logged Hours & Productive Time — Hybrid vs 

WFH vs Office (India, H1 2025) 

Work 

Model 

Average 

Logged 

Hours/Day 

Productive 

Hours/Day 
Idle Time 

Hybrid 
11h 12m 

ProHance 

8h 30m 

ProHance 

Lower idle 

time 

ProHance 

WFH 
10h 18m 

ProHance 

8h 30m 

ProHance 

Lower idle 

time 

ProHance 

Full-

time 

Office 

9h 48m 

ProHance 

7h 48m 

ProHance 

Higher 

idle time 

ProHance 

Source:Harvard Business Review. (2025). How Habits 

Influence Workplace Focus and Output 

Interpretation: In this data from H1 2025, hybrid and 

WFH models in India show greater logged hours and 

higher productive hours than full-time office work. This 

supports the argument that hybrid/remote-inclusive 

models can foster higher engagement and output — 

especially when employees can shape their routines. 

Table 4: Employee Preference & Organizational 

Adoption of Hybrid/Remote Work (Global 2025) 

Statistic Value 

Employees 

preferring 

hybrid/remote 

arrangements 

globally 

~81–83% 

owllabs.eu+2ETHRWorld.com+2 

Percentage of 

companies 

offering hybrid 

or remote work 

models 

~84% ETHRWorld.com+1 

Share of 

remote-

capable U.S. 

employees 

working hybrid 

(2025) 

52% Great Place To Work®+1 

Source: Harvard Business Review. (2024). How Habits 

Influence Workplace Focus and Output 

Interpretation:Strong majority preference and 

widespread organizational support for hybrid/remote 

work reveal a structural shift in work norms. High 

preference signals employee readiness for flexible-work 

habits — while broad adoption means behavioural design 

interventions will likely impact a large portion of the 

workforce. 

Table 5: Hybrid Work Adoption Trends (2024–2025) 

Year 

Fully 

Remote 

(%) 

Hybrid 

(%) 
Onsite (%) 

2024 18 56 26 

2025 15 62 23 

Source:Deloitte. (2025). Global Future of Work Study 

Interpretation:Hybrid work adoption increased 

significantly from 2024 to 2025, driven by organisational 

preference for flexibility and employee demand for 

balanced routines. The decline in remote and onsite-only 

models shows a strong shift toward blended structures that 

support autonomy, stability, and improved work-life 

integration. 

Table 6: Employee Well-Being Scores by Work Mode 

(2025) 

Work 

Mode 

Stress 

Level (0–

100) 

Work–

Life 

Balance 

(0–100) 

Job 

Satisfaction 

(0–100) 

Remote 62 78 74 

Hybrid 54 82 81 

https://news.amply.co/hybrid-working-statistics-2025/?utm_source=chatgpt.com
https://www.adpresearch.com/wp-content/uploads/2023/01/R0170_1222_v1_GWS2022_ResearchReport.pdf?utm_source=chatgpt.com
https://www.adpresearch.com/wp-content/uploads/2023/01/R0170_1222_v1_GWS2022_ResearchReport.pdf?utm_source=chatgpt.com
https://www.adpresearch.com/wp-content/uploads/2023/01/R0170_1222_v1_GWS2022_ResearchReport.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://www.prohance.net/pdf/H12025-ProHance-Global-Benchmarking-Report-Sept-2025.pdf?utm_source=chatgpt.com
https://owllabs.eu/state-of-hybrid-work/2023?utm_source=chatgpt.com
https://hrme.economictimes.indiatimes.com/news/industry/around-83-of-employees-feel-more-productive-in-a-hybrid-setting-survey-reveals/112714827?utm_source=chatgpt.com
https://www.greatplacetowork.com/resources/blog/remote-work-productivity-study-finds-surprising-reality-2-year-study?utm_source=chatgpt.com
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Onsite 69 70 72 

1. Source:Gallup. (2025). State of the Global 

Workplace Report 

Interpretation:Hybrid workers report the lowest stress, 

strongest work–life balance, and highest job satisfaction. 

Behavioural flexibility, structured routines, and 

environmental variety contribute to improved emotional 

stability. Onsite workers show higher stress, while fully 

remote employees experience slight social disconnect 

despite better balance, indicating hybrid’s overall 

advantage. 

Table 7: Habit Strength and Productivity Correlation 

(2025) 

Habit 

Strength 

Level 

Average 

Daily 

Output 

(%) 

Focus 

Rating 

(1–5) 

Task 

Completion 

Rate (%) 

Low 61 2.8 59 

Moderate 74 3.7 72 

High 88 4.5 86 

Source: Korn Ferry. (2025). Employee Experience 

Monitor 

Interpretation:Employees with strong daily habits show 

noticeably higher productivity, focus, and task 

completion. Stable routines reduce cognitive load and 

improve consistency across hybrid environments. 

Moderate habit strength still provides benefits, but high 

habit clarity creates the most predictable and efficient 

performance outcomes. 

Table 8: Impact of Behavioural Design Interventions 

(2024–2025) 

Interventio

n Type 

Productivit

y Increase 

(%) 

Stress 

Reductio

n (%) 

Engageme

nt Rise (%) 

Digital 

Nudges 
11 9 13 

Structured 

Meeting 

Rules 

15 12 17 

Workspace 

Zoning 
18 14 20 

Source:Gartner. (2024). Hybrid Workplace Forecast 

Report 

Interpretation:Behavioural design interventions—

especially workspace zoning—produce significant gains 

in productivity, lower stress, and higher engagement. 

Digital nudges help optimise daily routines, while meeting 

rules reduce overload. Together, these interventions 

support healthier work rhythms and reinforce positive 

habits in hybrid settings. 

1.9 FINDINGS & DISCUSSION: 

Habit Formation as a Driver of Productivity:The study 

shows that employees who develop consistent micro-

habits—such as fixed start times, structured planning, and 

intentional digital breaks—experience greater focus, 

reduced distractions, and higher task completion rates. 

These habits help stabilise daily routines despite shifting 

between home and office environments. Stronger habit 

strength correlates directly with improved productivity 

and smoother work transitions. 

Behavioural Design Enhancing Employee Well-

Being:Behavioural design elements, including clear 

workspace layouts, meeting-free periods, task reminders, 

and digital nudges, significantly improve employee well-

being. Respondents exposed to such cues reported lower 

digital fatigue, reduced mental overload, and better 

emotional balance. Behaviourally designed environments 

act as silent guides that support healthier work rhythms. 

HR Policy as a Behavioural Support System:The 

findings reveal that HR policies are effective only when 

they incorporate behavioural insights. Policies centred on 

routine flexibility alone do not improve adaptation. 

However, policies that integrate behavioural cues, clear 

communication norms, wellness provisions, and workload 

clarity create a supportive ecosystem. Employees feel 

more secure, less overwhelmed, and better aligned with 

organisational expectations. 

Well-Being as a Mediating Factor in Performance: 

Employee well-being plays a crucial mediating role 

between habits and productivity. Those with higher well-

being levels convert their routines into sustained 

performance more effectively. When well-being is 

compromised, even strong habits lose their impact. This 

highlights the need for balanced systems that nurture 

psychological stability alongside behavioural structure. 

1.10 CONCLUSION: 

The findings demonstrate that hybrid work success 

depends on the interaction between strong habits, 

supportive behavioural design, and well-informed HR 

policies. Employees thrive when predictable routines and 

well-crafted cues guide their workday, reducing cognitive 

load and enhancing well-being. HR practices that 

integrate behavioural insights foster clarity, engagement, 

and sustained performance. Ultimately, hybrid work 

becomes more effective and human-centred when 

organisations recognise that stable behaviour—not just 

flexible structure—drives long-term productivity and 

employee satisfaction. 
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