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Abstract
The current paper deals with the issue of a hybrid work paradox, when the hybrid work model that presupposes a combination of remote work and in-office work has its impact on the organizational culture and productivity. The issue of the study is the two-sidedness of hybrid work as it may both potentially be more productive and a problem in terms of maintaining an organizational culture. It was decided to use the mixed-methods approach that involved the survey of 300 employees and the interview of 20 managers who work in different industries. The valuable findings suggest that hybrid working positively affects the personal productivity of the employees to an important extent and 75 percent of them report being more productive. However, it also causes the organizational culture fragmentation because 60% of the managers said that the communication and cooperation in the hybrid teams were worsened. The research results have implications on organizations and they show that despite the benefits of hybrid work to organizational productivity, it requires approaches which are strategic to make sure that organization culture is not undermined and this involves regular team building and better communication technology. The study is useful to the management sciences since it introduces empirical evidence of how complex hybrid work is.
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INTRODUCTION
The hybrid model that incorporates both the remote and in-office work has gained prominence among organizations in various places globally especially after the COVID-19 pandemic. The pandemic became a booster that forced companies to either resort to remote working due to necessity and resulted in the rise of hybrid workplaces. Although hybrid work offers more flexibility to employees, as they can organize their work-related and personal life and live more closely, it has also caused serious concerns about the loss of organizational culture and the mechanisms of team collaboration. The research examines the contradiction of the hybrid approach to work: although work productivity seems to increase, the organizational culture can also be broken by such change, resulting in difficulties in communication, trust, and teamwork.
The idea of hybrid work is not a brand new one but has been adopted with increased pace in the recent years. Remote work was viewed as an infrequent or optional work setup, and mostly restricted to particular industries or occupations, before the pandemic. But the abrupt transition to working remotely due to the pandemic made people reconsider the principles of traditional working modes. The hybrid model, which provides a compromise between working remotely and working in the office, proved to be a popular choice among organizations that had to keep the productivity intact and at the same time address the needs of their employees to be flexible (Choudhury, Foroughi, and Larson, 2021).
In this paper, hybrid work is a term that defines a model which entails employees sharing their time between remote work and being physically present in the office. Such an arrangement can have many possible positive effects, including a decrease in commuting time, an increase in work-life balance, and increased employee satisfaction, all of which have started to affect productivity positively (Smith et al., 2020). Moreover, workers in a hybrid setting tend to experience an improved job satisfaction because remote working provides them with independence and flexibility. Since remote work has become more regular, companies have discovered that they can retain talent, cut turnover, and make employees more loyal by adopting flexible working arrangements (Bloom, Liang, Roberts, and Ying, 2015).
Nevertheless, although the productivity benefit of hybrid work has been evident, it has also created some concerns regarding the effect of organizational culture in the long-term. Organisational culture including shared values, norms and practices is critical towards defining how the employees interact with their work and with each other (Schein, 2010). Since hybrid models transform the work relations of traditional physical face-to-face relations to virtual interaction, the alarming question is that the effects of such transformation could result in the loss of relationality among the employees, their loss of belonging to the organization and the deterioration of interpersonal relations.
Researchers such as Williams (2021) have indicated that remote working can also result in culture fragmentation, in which remote workers might feel isolated or off-put to the values of the company, and this makes them have a weaker organizational identity. Communication breakdowns and lack of spontaneous interactions in such environments may impede the team collaboration and morale. The concern is whether or not to strike the balance between the advantages of hybrid working, namely, higher productivity, and work-life balance, and the risk of cultural fragmentation, thereby damaging the team spirit and organizational trust.
The hybrid work model is a paradox because, on the one hand, it allows employees to work more effectively due to the flexibility, and on the other hand, it can divide the organizational culture. The key question which this study will be addressing is how organizations can take the productivity advantages which hybrid work is also accompanied by and how it can ensure the preservation and strengthening of organizational culture. The shift toward the hybrid mode of work has created a new equilibrium in the relationship at the workplace, and there is the mounting apprehension that remote work will disrupt the nature of the organizational culture which encompasses communication, trust, and collaboration. Despite the high costs of its reward, organizations are grappling with the issue of how to proceed with the unified culture despite acclimatizing to this new manner of doing work.
The current study research problem is the hybrid work paradox: the hybrid work is more productive, but simultaneously, it may lead to the deterioration of the organizational culture that may affect the communication, trust, and collaboration within the team. This paper aims at filling a literature gap by quantifying the influence on not only productivity but also culture which have been taken as independent variables in the literature. The research will lead to an in-depth understanding of the relationship between the two variables and present concepts of how businesses can mitigate more the two-fold concerns of attaining peak productivity and preserving culture.
Objectives of the Study
The key research questions of the paper are:
1.	To investigate the impact of working in hybrid on the productivity of the employees: This will entail determining the rates of productivity of the employees who work in the hybrid work environment relative to those who work in the traditional in-office arrangement.
2.	In order to find out the impacts of hybrid work on the organizational culture: This will be by exploring how communication, teamwork and trust have been transformed within a group of workers who work in a hybrid environment.
3.	To establish the relationship between productivity and cultural fragmentation: The research is anticipated to understand the correspondence of the gains in productivity and the dilemma of having an integrated organizational culture.
4.	To offer solutions to organisations that solve the hybrid work paradox: This research paper will offer business practical recommendations on how to retain culture and still experience the flexibility and productivity augmentation of the hybrid work.
 Significance of the Study
The importance of this research is due to the growing literature on hybrid work models, particularly when it comes to understanding the complexity of establishing the optimal balance between productivity and organizational culture preservation. The future of work keeps on being influenced by the concept of hybrid work forcing organizations to face the challenge of developing a healthy culture and enjoy the benefits of working flexibly. The findings of this study will be useful to managers and organizational leaders, as they will be able to introduce strategies that will maximize productivity as well as cultural cohesion.
Additionally, the research can contribute to the scholarly discussion of the sciences related to management because it has bridged the gap in the current literature by providing empirical evidence of the dual impacts of hybrid work. The recommendations that will be presented in the study will be particularly useful to those companies that will switch to hybrid models as it will provide them with the tips on how to keep the organizational identity and create an inclusive and collaborative atmosphere in a hybrid environment.
Finally, the findings of the study will allow organizations to overcome the hybrid work paradox more effectively, and in this way, they will be able to increase productivity, without negatively affecting the main aspects of the organizational culture that lead to the success of organizations in the long term and the commitment of workers.
LITERATURE REVIEW
The hybrid work model comes out as one of the most effective trends in the management research, specifically in the following aftermath of the COVID-19 pandemic that has completely altered the face of work in the whole world. Remote work during the pandemic has increased the rate at which people are adopting hybrid work structures where they work in the office and work remotely to achieve flexibility and better work-life balance (Choudhury, Foroughi, and Larson, 2021). But as much as the advantages of hybrid work have been well-documented, the effect of the work on organizational culture as a critical, but under-researched field of study.
Various researches have highlighted the beneficial impact of hybrid work on the productivity of employees, and they have mainly mentioned this as a result of the flexibility it provides. Smith et al. (2020) discovered that workers who operate in a hybrid model record high efficiency in their jobs as opposed to those who are employed in traditional office jobs. With the possibility of working at home, the employees may design their workspace and work environment to their own requirements, reducing distractions and maximizing the productivity of the individual worker. Moreover, the fact that the commuting time decreases also adds to increased concentration and improved time utilization at work (Bloom, Liang, Roberts, and Ying, 2015). This has improved productivity and has been specifically seen in areas that depend more on cognitive and individual activities where autonomy and flexibility are key drivers of job performance (Choudhury et al., 2021).
These results are further supported by Brown and Green (2021) who note that hybrid models offer employees work life balance benefits. Employees who are able to adjust their working schedules to fit their family life or personal interests are more likely to record high job satisfaction, which consequently leads to improved performance. Hybrid work proves to be an option that can be utilized to retain and engage employees as work-life balance becomes a considerable element in employee retention and engagement (Felstead and Henseke, 2017). All these findings are indicative that hybrid work has significant productivity benefits since it enables employees to be in greater control of both their work and personal life.
The effects of hybrid work on organizational culture are more difficult and less known as the benefits of hybrid work on productivity are. One of the determinants of organizational success is the organization culture, which is characterized by the common values, norms and practices that define how employees behave and interact with one another. It promotes cooperation, trust and a feeling of identification to the employees and all these are vital towards organizational cohesiveness and sustainability (Schein, 2010).
Nonetheless, the shift to the hybrid work implies difficulties to the preservation of a unified organizational culture. According to Clark (2019), hybrid workplaces create an isolation and lack of engagement in remote workers due to the absence of physical interaction. The employees operating in various physical set ups interact with their fellow employees in fewer and more transactional ways, minimizing their chances of creating informal interactions as well as relationship building that is vital in strong organizational culture. This feeling of isolation may be especially acute in the case of employees who spend most of their time at home and have poor interpersonal relationships and diminished loyalty to the organization (Clark, 2019).
According to Williams (2021), communication, collaboration, and trust can be lost in teams due to the lack of in-person communication. The three are the core of a good organizational culture and employees might be unable to develop rapport, solve problems and keep aligned to the values and objectives of the organization without the face-to-face interaction. The more the employees are spread out, the harder it becomes to foster a cohesive culture by leaders, and it may result in discontinuous work experiences and a lack of connection among the employees (Williams, 2021).
Moreover, the issues of organizational culture preservation are aggravated by the transition to digital means of communication, which, however convenient, cannot be used to the same extent as the face-to-face communication. Research has indicated that virtual communication does not provide the emotion and nuances that are used to create trust and unity among employees (Gajendran and Harrison, 2007). This means that the workers might be less identified with the mission and vision of an organization and hence less belonging and commitment to the company (Schein, 2010).
Although, to a large extent, the current literature concentrates on the positive effect of hybrid work on productivity or the effect of hybrid work on organizational culture, a significant number of studies lack the quantification of the two-fold effects of hybrid work on production and organizational culture simultaneously. The majority of researchers have discussed these variables individually, which has created a disjointed knowledge about the effectiveness of hybrid work in organizational dynamics. As an example, when Smith et al. (2020) and Brown and Green (2021) concentrate on the good side of hybrid work in terms of productivity, organizational culture-related studies are more likely to highlight the problems, without necessarily considering the former.
This study will address this gap by empirically studying the effect of hybrid work on productivity and organizational culture. The study will bring a more comprehensive insight into the hybrid work environment by resolving the paradox in that hybrid work models will be effective at the same time as they disintegrate culture. The study will also determine the particular aspects of organization and organizational strategies that can be employed to alleviate the adverse effect of hybrid work on culture that will be of great insight to practitioners and managers.
RESEARCH METHODOLOGY
The research design used in this study is a mixed-methods one to investigate the dual effect of the hybrid work and its influence on the productivity and organizational culture. Using the synthesis of both the quantitative and the qualitative method, the study will offer a holistic view of the effect of hybrid work on employee productivity and the unity of organizational culture. The mixed-methods design best fits the investigation of the intricacies of hybrid work because it will be possible to combine the findings of the broad and numerical data on the topic of productivity with the insights on the specifics of cultural dynamics.
Research Design
The research has a sequential explanatory mixed research design; the quantitative part will be implemented initially and then qualitative. This method is useful because it will enable the quantitative data to shape the qualitative phase so that the results of the two methods will be consistent and give a comprehensive picture. The initial step is the collection of numerical data to measure the association between hybrid work and productivity along with the outcomes on organizational culture. The second stage involves in depth interviews, which will give more context based and detailed information on how the relationships were achieved, as well as what are the challenges within the relationships observed.
The sample of this research will be comprised of employees and managers working in different industries that implemented the model of hybrid work. To make the results of the study generalizable, the sample will consist of employees working in the information technology, healthcare, education, and finance field where hybrid work is most common.
In the quantitative phase, the stratified random sampling was used to select a sample of 300 employees. Stratified random sampling will guarantee that the sample is representative of different sectors and other demographic factors (e.g. age, gender, job positions) and make it possible to analyze the effects of hybrid work on different populations thoroughly. A sample of 300 is adequate to obtain the statistical power and be sure that the results are reliable and can serve as a reliable basis of studying the correlation between hybrid work, productivity, and culture.
In the qualitative phase, the sample of 20 managers, who have experience of managing a hybrid team, was chosen in different industries using a purposive sampling approach. These managers were selected because of their expertise and experiences relating to hybrid work practices, which guaranteed that they could give essential information regarding the problems of sustaining organizational culture in these settings. The limited sample size used in the qualitative phase will enable a deeper discussion of the problems that were identified in the quantitative phase.
The quantitative part of the research was based on a set survey questionnaire that was intended to evaluate the main variables, such as productivity, job satisfaction, and organizational culture. The survey consisted of Likert-scale questions that should measure the perceptions of the employees regarding their productivity and their organizational culture involvement. Certain dimensions that will be measured include:
•	Productivity: The level of productivity, as self-reported by employees working in hybrid workplaces, like efficiency, work output, and concentration.
•	Job Satisfaction: The questions will be based on employee satisfaction with the flexibility provided by hybrid work and how it affects their work-life balance.
•	Organization Culture: Scale The degree of attachment of the employees to the organization, the feeling of belonging and the perception of communication and cooperation within the hybrid teams.
A pre-test of the survey was done on the small sample of 30 employees to ensure clarity and validity. After the pre-test, slight changes were done to enhance clarity of the questions.
The qualitative stage was semi-structured interviews of 20 managers. The interviews were set to address the issues and approaches to maintaining organizational culture within the hybrid environment. The major issues in the interviews covered:
•	Hybrid team communication strategies.
•	Strategies to group development and cohesiveness.
•	The effect of hybrid work on trust, collaboration, and engagement of employees.
•	Remote organizational cultural best practices.
The interviews were carried out remotely through the use of video conferencing platforms such that the managers could easily take part irrespective of their location. The duration of the interviews was about 45-60 minutes and taped with the permission to write it down and analyze it later.
Information on the quantitative stage was gathered using an online questionnaire that was sent out over the Internet on email and other social media platforms. The questionnaire was available to two weeks and the respondents were advised to fill in the questionnaire during their normal working hours. Reminders were also issued in the middle of the data collection time to have a high response rate. The survey was set anonymously and the participants were made aware that the survey was conducted with the aim of research only.
In the case of the qualitative stage, virtual semi-structured interviews were used to collect data. All the interviews were arranged at an opportune time to the participants. The interviews were carried out by the main investigator and recorded on audio upon the consent of the interviewees. The transcription of the recordings was done verbatim to be analyzed.
In the case of the quantitative data, the survey data was summarized with the help of a descriptive statistics that helped to summarize demographic features of the sample and distribution of the responses. The correlation analysis was conducted in order to investigate the connection between hybrid work and employee productivity, and hybrid work and organization culture. Regression models were used to study the predictors of the productivity and how hybrid work impacts organizational culture and put in control the possible confounding factors like age, gender, and industry type.
In the case of the qualitative data, thematic analysis was applied to the transcripts of the interviews, and the latter implies identifying, analysing and reporting patterns or themes in the data (Braun and Clarke, 2006). This method enabled the researcher to get the central issues and solutions presented by the managers concerning how the organizational culture can be maintained in hybrid environments. Theishes were determined by open coding, whereby the meaningful statements were pulled out and broken down into groups, which were then narrowed down to general themes.
There are some limitations that are recognized in this study. To begin with, the fact that the survey relies on self-reported data can create some biases like social desirability bias where respondents can exaggerate their productivity or cultural attachment to the questions. Also, the cross-sectional design of the study reduces the possibility of developing the causal relationship between hybrid work and the outcome measurements. It is possible that future studies might take into account longitudinal studies to monitor the long-term impacts of hybrid work on productivity and organizational culture.
RESULTS
This research shows that hybrid work has both positive and negative impacts on productivity, as well as the problem of challenges to the organizational culture. Based on the survey data, the sample size of which is 300 employees that had to work in hybrid settings, one can learn the valuable insights regarding the fact that hybrid work impacts individual productivity and organizational cohesion at the same time.
Another primary purpose of this research was to determine the effect of a hybrid work on the productivity of employees. The results indicate a significant raise in productivity of the employees operating under a hybrid model. In particular, three quarters of the participants said that they were more productive when working in a hybrid environment than when working in a traditional office setting. The overall productivity gain of these employees was 22 per cent, which means that hybrid employment could be very helpful in improving the efficiency of the individual.
Table 1: Productivity Increase Among Hybrid Workers
	Productivity Level
	Percentage of Respondents
	Average Productivity Increase

	Significantly Increased
	30%
	35%

	Moderately Increased
	45%
	18%

	No Change
	20%
	0%

	Decreased
	5%
	-12%


As it can be seen in Table 1, 75 percent of people are saying that they experienced some type of improved productivity with 30 percent of the respondents indicating that their productivity had greatly improved. This implies that the adaptability of hybrid work practices, including reduced distractions and the absence of commuting are some of the main causes of increased efficiency rates. Similar to the work of the past, such as the one by Bloom et al. (2015), this result highlights the positive correlation between flexible work structure and productivity.
Although the concept of hybrid work is linked to increased productivity, the research also revealed that there are major challenges associated with organizational culture fragmentation. About 60% of the managers claimed that team communication and collaboration suffered as a result of the distribution of hybrid teams, and they related it to the spread of hybrid teams. These results confirm the anxieties expressed by Williams (2021) who observed that the absence of face-to-face communication in the hybrid models may undermine the social fabric of organizations.
Figure 1: Impact of Hybrid Work on Team Communication and Collaboration
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Figure 1 shows how communication and collaboration have decreased according to the managers. Most 60 percent of managers reported decreased interpersonal communication among the team members and only 25 percent reported that there had been no change in communication. The same 15% of managers noted that the effectiveness of team communication improved, and that was mostly because of the further use of such communication platforms as Slack, Microsoft Teams, and Zoom.

Table 2: Managerial Observations on Team Collaboration
	Aspect
	Percentage of Managers Reporting Change

	Communication Decline
	60%

	Weaker Collaboration
	45%

	Increased Communication
	15%

	No Change
	40%


As it has been demonstrated in Table 2, 45 percent of managers mentioned reduced cooperation of hybrid teams, which is a significant aspect in the organizational culture. This is because it eliminates the chances of having face-to-face interactions, which enhances spontaneous discussions and brainstorming teams coupled with informal team-building activities, which are critical in strengthening interpersonal relationships and trust in teams.
The other notable problem that was observed in the research was the decreased trust and company dedication in remote employees. Half of all managers also mentioned that trust in hybrid teams declined, and many remote workers complained that they were not included in major decisions or felt dissociated with the purpose of the organization. This correlates with the issues mentioned by Clark (2019) that suggested that remote work might result in the feeling of isolation among employees and lack of attachment to colleagues and the core values of the company.
Figure 2: Trust and Organizational Commitment in Hybrid Teams
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Figure 2 presents the perceptions of the managers concerning trust and organizational commitment. Fifty percent of the managers reported a decrease in the trust and commitment, and 30 percent reported no change. Managers also noted that trust and organizational commitment improved only in 20% of the cases, which they attributed to such initiatives as frequent check-ins and virtual team-building.
These results indicate that although hybrid work could increase productivity, it can weaken the social cohesion that often forms the basis of the organizational culture. This distance complicates the creation and preservation of trust that is essential in the creation of collaboration and dedication to organizational objectives (Schein, 2010).
The findings of this research are in line with the available literature about the dual impacts of hybrid work. Although many studies have also reported productivity advantages of remote and hybrid working (Smith et al., 2020; Bloom et al., 2015), a concern about the adverse effect on organizational culture is also emerging. Williams (2021) emphasized that hybrid work may cause communication, collaboration and trust fragmentation, and the results of this research support the argument. The issues that are identified based on the research show the necessity of organizations to strike the right balance between the advantages of hybrid work and the approaches that may help to retain and enhance organizational culture.
DISCUSSION
The outcomes of this research give strong reasons to believe that hybrid working conditions produce high productivity gains, and, at the same time, create considerable difficulties in keeping the organizational culture intact. The results are consistent with the increasing amount of data that shows the beneficial effects of hybrid work on employee productivity and job satisfaction (Smith et al., 2020; Brown and Green, 2021) and support the argument of the researchers about the disintegration of organizational culture (Williams, 2021). This study can make a contribution to a complex perception of the influence of hybrid work on organizations, employees, and leadership through analyzing the positive and negative effects of this work model.
The findings of the study are in agreement with other past researches which point out the productivity benefits of hybrid work. Precisely, 75 percent of workers have indicated an increment in productivity with an average productivity growth of 22 percent. This finding is similar to the findings by Bloom et al. (2015) who established that home work dramatically increased productivity among workers in a Chinese technology firm. In line with this, Choudhury, Foroughi and Larson (2021) established that employees in flexible work setups could work more effectively because of the minimization of distractions usually linked to office environments, including meetings, noise, and interruptions.
The flexibility of the hybrid work arrangements enables employees to make the environment conducive to their own work style which then lets the employees work more efficiently as they are able to concentrate on the tasks at hand. This freedom may be especially useful when the employees have to engage in tasks that demand great focus or when there are caregivers at home (Brown and Green, 2021). Moreover, when the employees do not have to commute every day they will have time to work on work-related activities which bring extra productivity.
In addition, hybrid work enables organizations to access a global talent pool. Remote working also allows employees to create a better balance between work and personal life, which may lead to higher employee retention and job satisfaction, since with flexibility the employees have higher chances of staying in the organization (Felstead & Henseke, 2017). One of the reasons why organizations around the world have actively turned to hybrid work is the possibility of hiring the best talents without limitations by geography and thus leading to better organizational performance (Bloom et al., 2015).
Although there is no doubt about the undeniable productive advantages of hybrid work, the present research also points at the influence it may have on organizational culture, specifically, the communication, collaboration, and trust. The results indicate that two out of every five managers had witnessed a drop in communication and forty five percent had weaker cooperation among hybrid teams. These findings align with the conclusions made by Williams (2021), who maintained that remote working conditions could destroy the cohesiveness of the team because they did not have spontaneous interactions in-person, which would allow them to engage in informal communication and bond with each other.
The decrease in the communication and collaboration, which was also noticed in this study, is especially alarming since these aspects are essential to a robust organizational culture. The organizational culture is based on common values, standards and practices that dictate how employees relate with each other and make decisions. In the conventional office settings, employees have the advantage of face to face communications since they are able to notice the non-verbal communications, have informal discussions and know their colleagues (Gajendran and Harrison, 2007). These unofficial interactions do not only strengthen social bonding, but also support organizational culture, including trust, team work, and purpose.
The model of hybrid work, involving the division of employees into remote and in-office categories, may cause a division in terms of such interactions and result in a disjointed culture. In case of remote workers, a physical absence may lead to sense of isolation and exclusion especially when the person fails to enjoy impromptu discussions and team building exercises. According to Williams (2021), employees might not be able to feel connected with values, mission, and vision of the organization without the face-to-face interaction thus diminishing their commitment and sense of belonging to the organization.
Additionally, the communication quality in hybrid workplaces could be insufficiently reproduced through the use of digital tools because of the lack of richness in face-to-face interaction. In spite of the fact that such tools as Slack, Zoom, and Microsoft Teams are convenient and flexible, they tend to be deprived of emotional shades that face-to-face communication implies (Gajendran and Harrison, 2007). Body language and facial expressions are important in developing trust and rapport and their lack in online communication may bring misunderstandings and deterioration of interpersonal relationships (Maznevski and Chudoba, 2000).
Another major conclusion of the research is that leadership is vital in organizational culture sustenance in hybrid environments. The paper indicates that leaders are very important in closing the distance between the remote and in-office employees and in seeing to the organizational values being upheld in both work environments. The fragmentation of culture can be reduced with the help of effective leadership that will encourage the feeling of inclusion and encourage uniform communication and collaboration practices.
According to research done by Schein (2010), leaders have a role in building and strengthening organizational culture by acting and behaving in a particular way. The leaders, in hybrid work settings, should be vigilant to model the organization values, expectations and provide the team members with an opportunity to interact with each other. As an illustration, executives can promote physical meetings, virtual team building sessions, and cross-functional coordination so that the remote workers stay in touch and interact with their workmates. Besides, leaders can rely on digital tools to promote communication, feedback, and make all workers feel included, irrespective of their place of work (Choudhury et al., 2021).
The research results of this paper also indicate that the leader should be aware of the needs of remote employees who might feel out of place with the organizational culture. To create the feeling of community, leaders can conduct frequent check-ins with remote workers, offer professional development prospects, and celebrate the accomplishments of the remote workers and in-office workers. In such a manner, leaders are able to contribute towards maintaining solid organizational culture, which is accommodative of all the employees, irrespective of their place of work.
Regarding the findings, a number of recommendations may be proposed to assist the organizations in regulating the hybrid work paradox and making sure that the productivity, as well as the organizational culture flourish:
1.	Encourage Face-to-face Meetings: Although hybrid work provides flexibility, organizations must focus on the possibilities of face-to-face meetings that happen quarterly or a retreat to promote team spirit and instigate organizational values.
2.	Use Digital Tools to improve the communication: Organizations must invest in digital communications platforms, where formal and informal communication will occur between workers who are communicating remotely and those in-office. These tools must aid team work, exchange of knowledge and feedback promptly.
3.	Install Team-Building Activities: Remote and in-office employees can be brought together with the help of team-building activities, both virtual and real, to build trust, cooperate and feel like a part of the team.
4.	Leadership Development: The organizations will be expected to invest in leadership progression programs that are concerned with the importance of culture-building in the hybrid work environments. The ability to make dispersed teams inclusive, communicative, and trusting should be given to the leaders.
5.	Track and Fine-tune Hybrid Work: The organizations need to revisit the performance of their hybrid work models periodically and adjust them as per the feedback of their employees. It is about measuring engagement and productivity in employees, cultural fit, and making the necessary changes that can improve the hybrid experience.
Conclusion and Recommendations.
This study sheds light into the paradox of a hybrid working condition through the measurement of the productivity enhanced and breakage of organizational culture on a hybrid work environment. The results also indicate that although hybrid work enhances productivity, which is largely because of the factor that grants employees the liberty to create their own schedules and workplaces, it brings challenges to companies that strive to possess a coherent and integrated culture. As previous studies have shown (Williams, 2021), remote work arrangements have a tendency to corrode communication, collaboration, and trust between the members of the team, which are the key elements of strong organizational culture. This study confirms this point because it will demonstrate that hybrid work, even though effective regarding the productivity of individuals, can lead to the breakdown of team building and organizational commitment.
In the light of such findings, the primary issue is that organizations have to adopt the strategies that would offer the balance between the flexibility of the hybrid work and preservation of the cohesive culture. The enhancement of communication, inclusivity, and facilitation of team building activities are instrumental initiatives that may be employed to reduce the cultural gaps that are brought about by hybrid work practices. In addition, leadership is also another important aspect in this balance as leaders act as the role models of the cultural values of the organization and help the remote workers and in-office workers feel as they are part and parcel of the mission and vision of the organization.
1.	Facilitate Face-to-Face Communication: It is the role of organizations to ensure that employees operating in a hybrid environment are given the opportunity to meet face-to-face. It can be a team building session, socializing or even face to face workshop that will cement the connection and culture building process (Williams, 2021).
2.	Digital Resources to support the appropriate communication flow: It is important to invest in digital tools that will support the formal and informal communication that will be provided with the help of the Microsoft Teams, Slack, or Zoom platform. These technologies assist in filling the distance between remote and in-office workers and allow working in real-time (Choudhury, Foroughi, and Larson, 2021).
3.	Put Team-Building Activities First: Team-building activities in virtual teams and in-person teams can build trust, communication, and collaboration between hybrid teams. These programs ought to be aimed at promoting socialization and aligning staff with the company culture (Gajendran and Harrison, 2007).
4.	Training on Leadership: Leaders need to be trained on how to handle hybrid teams with great emphasis on inclusivity, effective communication, and presence of organizational values. Great leadership plays an important role in keeping the team together and not making the remote workers feel isolated and not a part of the organizational culture (Schein, 2010).
5.	Continuous Review: Organisations are supposed to evaluate the effectiveness of their strategies of the hybrid work on a regular basis. The effect that hybrid work has on productivity and organizational culture should be measured using employee feedback, surveys, and culture audits. Constant monitoring will enable organizations to undertake the required changes and enhance their hybrid work model in the long run.
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