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Abstract: 
The transformation of the workplace from traditional office-based employment to hybrid working has significantly 
changed how organizations manage employees, build culture, and maintain performance. A hybrid workforce 
combines employees working remotely with employees working from physical office locations, creating both 
opportunities and challenges for organizations. While hybrid work can improve flexibility, employee autonomy, 
work-life integration, and access to geographically diverse talent, it can also create communication gaps, reduced 
social connection, unequal visibility, coordination difficulties, and challenges in maintaining a shared organizational 
culture. This research paper examines effective workforce engagement strategies for creating and sustaining a high-
performance culture in hybrid organizations. The study focuses on communication, leadership, employee 
recognition, performance management, collaboration technology, learning and development, employee well-being, 
inclusion, trust, and organizational culture. The paper adopts a conceptual research approach based on secondary 
literature and established management theories. It argues that high performance in a hybrid environment cannot be 
achieved simply by providing remote-working technology; rather, organizations need an integrated engagement 
framework based on trust, clarity, autonomy, accountability, inclusion, and continuous feedback. The study 
proposes a strategic framework for organizations to strengthen employee engagement while maintaining 
productivity and organizational alignment. 
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--------------------------------------------************************---------------------------------- 
I. INTRODUCTION 
A. Background of the Study 

The nature of work has undergone substantial 
transformation in recent years. Technological 
advancement, globalization, changing employee 
expectations, and the growth of digital 
collaboration have accelerated the movement 
away from traditional office-based work. Hybrid 
working has emerged as an important 
organizational model in which employees divide 
their working time between physical workplaces 
and remote locations. 

Hybrid work provides organizations with an 
opportunity to redesign the employee experience. 
Employees may benefit from greater flexibility 
and autonomy, while organizations may gain 

access to a broader talent pool and potentially 
reduce certain workplace costs. However, hybrid 
work also presents significant managerial 
challenges. Employees who work remotely may 
experience weaker interpersonal connections, 
reduced visibility, communication barriers, or 
feelings of exclusion from important 
organizational activities. Employees who work 
more frequently from the office may also perceive 
differences in access to managers, information, or 
career opportunities. 

Employee engagement becomes particularly 
important in this environment. Engagement refers 
to the extent to which employees are 
psychologically connected to their work and 
organization and are willing to contribute effort 
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toward organizational objectives. A highly 
engaged workforce is more likely to demonstrate 
commitment, encouraging effort, collaboration, 
innovation, and customer orientation. 

A high-performance culture goes beyond 
simply demanding higher productivity. It is a 
culture in which employees understand 
organizational goals, receive appropriate support, 
are accountable for outcomes, continuously 
develop their capabilities, and are encouraged to 
innovate and collaborate. Therefore, the central 
challenge for organizations is to create a hybrid 
work environment in which flexibility and 
employee autonomy coexist with accountability, 
collaboration, inclusion, and organizational 
performance. This research paper explores 
strategies that organizations can use to engage 
hybrid employees and establish a sustainable 
high-performance culture. 
B. Concept of Hybrid Workforce in an 
Organization 

A hybrid workforce is a modern work 
arrangement in which employees perform their 
duties through a combination of office-based and 
remote working. Under this model, employees 
may work from the organization's premises on 
certain days and from home or another suitable 
location on other days. The concept has become 
increasingly important due to advancements in 
digital technology, changing employee 
expectations, and the growing demand for 
flexibility in the workplace. Unlike the traditional 
work model, where employees are required to 
work from the office regularly, hybrid working 
provides flexibility while continuing to maintain 
opportunities for face-to-face interaction, 
teamwork, and organizational coordination. 

The hybrid workforce is largely supported by 
digital technologies such as video conferencing, 
cloud-based applications, project management 
systems, email, instant messaging, and virtual 
collaboration platforms. These technologies 
enable employees to communicate, share 
information, attend meetings, and complete their 
responsibilities irrespective of their physical 
location. As a result, organizations can maintain 
operational continuity while providing employees 

with greater flexibility in managing their 
professional and personal responsibilities. 

A hybrid workforce provides several benefits to 
both employees and organizations. Employees 
may experience improved work-life balance, 
reduced commuting time, greater flexibility, and 
increased job satisfaction. Organizations may 
benefit from improved employee retention, access 
to a wider talent pool, and potentially lower 
workplace and operational costs. Hybrid working 
can also improve productivity by allowing 
employees to perform certain tasks in an 
environment that suits their work requirements. 
However, the effectiveness of hybrid working 
depends on factors such as the nature of the job, 
organizational culture, leadership, 
communication, technology, and employee 
capabilities. 

Despite its advantages, managing a hybrid 
workforce presents several challenges. 
Communication and coordination may become 
difficult when employees work from different 
locations. Some employees may also experience 
reduced social interaction and a weaker 
connection with their colleagues and organization. 
Managers may face challenges in monitoring 
performance, maintaining fairness, coordinating 
teams, and ensuring equal opportunities for 
remote and office-based employees. 
Organizations must also address issues related to 
cybersecurity, data privacy, technology 
accessibility, and employee well-being. 
C. Importance of Employee Engagement 

Employee engagement is important for 
improving employee productivity, job 
satisfaction, motivation, and commitment toward 
the organization. Engaged employees are more 
willing to contribute their skills, take 
responsibility, work collaboratively, and achieve 
organizational goals. It also helps reduce 
employee turnover, improve teamwork, encourage 
innovation, and create a positive workplace 
culture. Therefore, effective employee 
engagement practices are essential for both 
employee well-being and overall organizational 
performance. 
D. Objectives of the Study 
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The major objectives of this research are to 
understand the concept and significance of hybrid 
workforce engagement; examine the relationship 
between employee engagement and high-
performance culture; identify major challenges 
associated with engaging hybrid employees; 
examine effective leadership and communication 
practices for hybrid teams; analyze the role of 
technology in hybrid workforce engagement; 
identify strategies for improving employee 
recognition, development, and well-being; and 
propose an integrated framework for creating a 
high-performance hybrid workforce. 
E. Problem Statement 

Although hybrid work provides greater 
flexibility, many organizations struggle to 
maintain employee engagement and a consistent 
high-performance culture across distributed 
teams. Traditional engagement practices are often 
designed for employees working together in a 
common physical location. Informal 
communication, spontaneous collaboration, direct 
supervision, team-building activities, and 
recognition practices may become less effective 
when employees work remotely for part of the 
week. 

If these challenges are not addressed, 
organizations may experience reduced employee 
engagement; communication and coordination 
problems; weak organizational identification; 
feelings of isolation among remote employees; 
unequal access to information and opportunities; 
reduced collaboration and innovation; difficulty 
maintaining accountability; challenges in 
measuring performance; increased employee 
turnover; and fragmentation of organizational 
culture. Therefore, organizations require 
structured engagement strategies specifically 
designed for hybrid working environments. 
F. Research Questions 

The study seeks to answer the following 
questions: What factors influence employee 
engagement in a hybrid work environment? How 
can organizations build trust and accountability 
among hybrid employees? What leadership 
practices are most effective for managing hybrid 
teams? How can organizations prevent remote 
employees from feeling excluded? What role does 

technology play in maintaining collaboration and 
engagement? How can performance management 
systems be adapted to hybrid work? What 
strategies can organizations use to develop a 
sustainable high-performance culture? 

 
II. LITERATURE REVIEW 
Employee engagement A. Employee Engagement 

has become a central concept in human 
resource management and organizational 
behavior. Engaged employees demonstrate 
emotional commitment to their work and 
organization and are generally more willing to 
contribute beyond minimum job requirements. 
Kahn's concept of personal engagement 
emphasizes the importance of meaningfulness, 
psychological safety, and availability in enabling 
employees to fully engage in their work. In hybrid 
environments, psychological safety and 
meaningfulness become particularly important 
because employees may experience greater 
physical and social distance from their teams. 
B. Job Demands-Resources Perspective 

The Job Demands-Resources model suggests 
that employee well-being and engagement are 
influenced by the balance between job demands 
and available resources. In hybrid work, job 
demands can include digital communication 
overload, work-home boundary challenges, 
increased coordination requirements, isolation, 
and unclear expectations. Resources can include 
managerial support, autonomy, technology, 
training, feedback, peer support, and recognition. 
Organizations can therefore improve engagement 
by reducing unnecessary demands while 
strengthening employee resources. 
C. High-Performance Work Systems 

High-Performance Work Systems involve 
interconnected HR practices designed to improve 
employee capabilities, motivation, and 
opportunities to contribute. These practices may 
include selective recruitment, training and 
development, performance management, 
employee participation, recognition, career 
development, and incentive systems. In a hybrid 
environment, these practices need to be 
redesigned to ensure that remote and office-based 
employees receive equitable opportunities. 
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D. Organizational Culture 
Organizational culture represents shared values, 

beliefs, assumptions, and behavioral expectations. 
A strong culture does not necessarily require 
employees to work in the same physical location. 
Instead, hybrid organizations need to create a 
shared digital and organizational culture based on 
common goals, values, communication norms, 
trust, and expected behaviors. 
E. Leadership in a Hybrid Organization 

Leadership in a hybrid organization involves 
managing employees who work through a 
combination of office-based and remote 
arrangements. Effective hybrid leaders need to 
build trust, maintain clear communication, set 
measurable goals, and ensure equal opportunities 
for both remote and office-based employees. They 
should use digital tools effectively, encourage 
collaboration, provide regular feedback, and focus 
on employee outcomes rather than physical 
presence. Strong leadership in a hybrid 
organization helps maintain employee 
engagement, productivity, teamwork, motivation, 
and a positive organizational culture. 
F. Employee Motivation 

Employee motivation refers to the factors that 
encourage employees to perform their work 
effectively and contribute toward organizational 
goals. It can be influenced by recognition, 
rewards, career growth, job security, supportive 
leadership, meaningful work, and a positive work 
environment. Motivated employees are generally 
more committed, productive, and willing to take 
responsibility for their work. In a hybrid 
organization, regular communication, recognition, 
flexibility, and opportunities for growth are 
especially important for maintaining employee 
motivation. 

 
III. RESEARCH METHODOLOGY 

This study follows a conceptual and descriptive 
research methodology based primarily on 
secondary data. The conceptual approach is used 
to understand the key concepts and relationships 
related to hybrid working, employee engagement, 
leadership, employee motivation, communication, 
work-life balance, and high-performance culture. 
The study is based on a review of existing 

literature, research papers, books, reports, and 
other secondary sources to develop an 
understanding of effective workforce engagement 
strategies in hybrid organizations. 

The descriptive approach is used to describe the 
current practices, benefits, challenges, and 
employee experiences associated with hybrid 
work arrangements. The study focuses on 
understanding how organizations engage 
employees working through a combination of 
remote and office-based arrangements. It 
examines factors such as communication, 
leadership support, flexibility, recognition, 
collaboration, technology, employee motivation, 
and organizational culture. The findings are 
intended to provide practical insights for 
organizations seeking to improve employee 
engagement and performance in a hybrid work 
environment. 
A. Research Design 

The research uses a qualitative conceptual 
approach to examine relationships among hybrid 
working, employee engagement, leadership, 
organizational culture, and performance. 
B. Sources of Data 

Secondary information may be obtained from 
academic journals, books on organizational 
behavior and human resource management, 
research reports, industry studies, publications by 
professional organizations, and existing research 
on remote and hybrid work. 
C. Research Approach 

The study analyzes existing theories and 
research findings to develop a strategic 
framework for hybrid workforce engagement. 
D. Scope 

The study focuses on organizations adopting 
hybrid work models and examines engagement 
from the perspective of employees, managers, 
teams, and organizational leadership. 

 
IV. HYBRID WORKFORCE ENGAGEMENT 

STRATEGIES 
A. Establish Clear Communication Norms 

Communication is one of the most important 
elements of successful hybrid work. 
Organizations should establish clear rules 
regarding which communication channel should 
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be used for different purposes, expected response 
times, meeting requirements, documentation of 
important decisions, availability and working 
hours, and escalation procedures. Important 
information should not depend exclusively on 
informal office conversations. Decisions and 
relevant information should be documented 
digitally so that remote employees have equal 
access. A “digital first” communication approach 
can reduce information inequality. 
B. Build Trust-Based Leadership 

Traditional supervision based on physical 
observation is less effective in hybrid 
environments. Managers should therefore move 
from monitoring activities to managing outcomes. 
Effective hybrid leaders should define clear 
objectives, establish measurable expectations, 
provide autonomy, maintain regular 
communication, focus on results rather than 
physical presence, support employees when 
problems arise, and provide constructive 
feedback. Trust is particularly important because 
excessive monitoring can reduce autonomy and 
negatively influence employee engagement. 
C. Create an Outcome-Based Performance 
Management System 

Performance evaluation should be based 
primarily on results rather than the number of 
hours employees appear online or physically 
present in the office. A hybrid performance 
management system can include individual 
performance measured through achievement of 
objectives; quality measured through error rates 
and quality scores; productivity measured through 
output against targets; collaboration measured 
through team contribution; innovation measured 
through improvement initiatives; customer focus 
measured through customer satisfaction; and 
development measured through skills and 
competencies acquired. Performance expectations 
should be established at the beginning of the 
performance cycle and reviewed periodically. 
D. Strengthen Employee Recognition 

Recognition is an important driver of 
engagement. Hybrid organizations should ensure 
that achievements are visible regardless of where 
the employee works. Recognition can include 
digital recognition platforms, team appreciation, 

managerial appreciation, peer-to-peer recognition, 
performance awards, and opportunities for 
professional development. Recognition should be 
timely, specific, and connected to organizational 
values. 
E. Develop Inclusive Meeting Practices 

Hybrid meetings can unintentionally create two 
classes of participants: people physically present 
in the room and people attending remotely. 
Organizations can reduce this problem by 
adopting inclusive meeting practices. Agendas 
should be circulated before meetings, materials 
should be shared digitally, remote participants 
should be able to clearly hear and see the 
discussion, remote participants should receive 
equal opportunities to contribute, important 
decisions should be recorded or documented, and 
important decisions should not occur only through 
informal conversations. The objective should be 
equal access to information and participation, not 
necessarily identical work arrangements. 
F. Invest in Digital Collaboration Technology 

Technology forms the infrastructure of hybrid 
work. Organizations may use video conferencing, 
instant messaging, project management systems, 
cloud-based document management, enterprise 
collaboration platforms, digital learning 
platforms, and employee engagement platforms. 
However, technology should support human 
interaction rather than replace it. An excessive 
number of communication platforms can create 
digital fatigue. Organizations should therefore 
simplify their technology ecosystem and establish 
clear guidelines regarding platform usage. 
G. Encourage Learning and Development 

Continuous learning is essential for maintaining 
a high-performance workforce. Hybrid 
organizations should provide equal learning 
opportunities through online training, virtual 
workshops, digital learning libraries, mentoring, 
coaching, cross-functional projects, and 
knowledge-sharing sessions. Managers should 
also discuss career aspirations with employees 
during regular one-to-one meetings. Remote 
employees should not be disadvantaged simply 
because they have fewer informal interactions 
with senior managers. 
H. Strengthen Employee Well-Being 
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Hybrid work can improve flexibility but may 
also blur the boundaries between work and 
personal life. Organizations can support employee 
well-being by encouraging reasonable working 
hours, avoiding unnecessary meetings, 
establishing communication boundaries, 
promoting breaks, supporting workload 
management, encouraging the use of leaves, and 
providing access to employee support programs. 
Well-being should be viewed as a component of 
sustainable performance rather than as a separate 
HR initiative. 
I. Create Opportunities for Social Connection 

Physical distance can weaken relationships 
among employees. Organizations should therefore 
create purposeful opportunities for social 
interaction, such as team-building sessions, 
informal virtual interactions, periodic office 
gatherings, cross-functional networking, 
mentoring programs, and employee communities. 
However, social activities should not become 
mandatory substitutes for genuine organizational 
connection. Managers should focus on creating 
meaningful opportunities rather than increasing 
the number of meetings. 
J. Promote Fairness and Inclusion 

A high-performance culture must provide equal 
opportunities for employees regardless of work 
location. Organizations should regularly examine 
whether remote and office-based employees have 
equal access to information, promotions, training, 
recognition, leadership interaction, high-visibility 
projects, and career opportunities. Managers 
should consciously avoid proximity bias, the 
tendency to favor employees who are physically 
closer or more frequently visible. 
 
V. PROPOSED FRAMEWORK FOR 

HYBRID HIGH-PERFORMANCE CULTURE 
A sustainable hybrid high-performance culture 

can be developed through six interconnected 
pillars. Clarity requires employees to understand 
organizational goals, team objectives, individual 
responsibilities, and performance expectations. 
Trust means employees are trusted to manage 
their responsibilities while remaining accountable 
for outcomes. Connection requires strong 
relationships between employees, managers, and 

teams. Capability requires continuous learning 
and development so that employees possess the 
skills required for high performance. Recognition 
requires timely recognition for contributions and 
achievements. Well-being requires organizations 
to support sustainable performance by addressing 
workload, flexibility, and employee well-being. 

The pillars are mutually reinforcing. For 
example, clear objectives increase trust because 
employees know what is expected of them. Trust 
encourages autonomy, while connection 
strengthens collaboration. Capability enables 
employees to perform effectively, recognition 
reinforces desired behaviors, and well-being 
supports sustainable performance. 

TABLE I 
PERFORMANCE AREAS AND EXAMPLE MEASURES 
Performance Area Example Measures 

Individual Performance Achievement of objectives 
Quality Error rates, quality scores 
Productivity Output against targets 
Collaboration Team contribution 
Innovation Improvement initiatives 
Customer Focus Customer satisfaction 
Development Skills and competencies acquired 
 
VI. ROLE OF MANAGERS IN HYBRID 

WORKFORCE ENGAGEMENT 
Managers play a critical role in translating 

organizational policies into employee 
experiences. A successful hybrid manager should 
act as a coach by helping employees solve 
problems and develop capabilities rather than 
simply monitoring their activities; as a 
communicator by providing timely information 
and maintaining communication consistency; as a 
facilitator by removing barriers that prevent 
employees from performing effectively; as a 
performance leader by establishing clear 
objectives and providing regular feedback; as a 
culture builder by demonstrating organizational 
values through personal behavior; and as an 
inclusion champion by ensuring that remote 
employees receive equal opportunities to 
participate and contribute. The quality of the 
manager-employee relationship may therefore 
become one of the strongest determinants of 
hybrid workforce engagement. 

 
VII. CHALLENGES IN IMPLEMENTING 

HYBRID ENGAGEMENT STRATEGIES 
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Despite its potential benefits, hybrid workforce 
engagement involves several challenges. 
Communication gaps may arise when employees 
working from different locations receive 
information at different times or through different 
channels. Proximity bias may occur when 
managers unintentionally give greater visibility 
and opportunities to employees who are 
physically present. Digital fatigue may result from 
excessive virtual meetings and digital 
communication. Cultural fragmentation may 
occur when employees develop different 
experiences of organizational culture depending 
on location and interaction patterns. Performance 
measurement can be difficult when managers 
must establish appropriate metrics for knowledge 
workers. Employee isolation may reduce social 
interaction and organizational connection. 
Technology inequality, including differences in 
technology, internet connectivity, workspace, or 
digital skills, can affect employee experience. 
Finally, managers and employees accustomed to 
traditional office practices may resist new 
approaches to leadership and performance 
management. 

 
VIII. FINDINGS AND DISCUSSION 

Based on conceptual analysis, several important 
findings emerge. First, trust is more important 
than physical presence: high performance in 
hybrid work depends less on physical supervision 
and more on clearly defined outcomes, trust, and 
accountability. Second, communication must 
become intentional because organizations cannot 
rely on spontaneous office interactions; important 
information must be communicated systematically 
and documented. Third, engagement is strongly 
influenced by managers, who are responsible for 
creating clarity, providing feedback, recognizing 
employees, and maintaining connection. 

Fourth, flexibility should be balanced with 
accountability. Hybrid work should not mean the 
absence of structure; employees require autonomy 
accompanied by clearly defined objectives and 
performance expectations. Fifth, inclusion is 
essential. A hybrid workforce can only develop a 
common culture when employees working 
remotely and from offices have equitable access 

to information, recognition, development, and 
career opportunities. 

Sixth, technology is an enabler, not a substitute 
for culture. Digital tools can facilitate 
communication and collaboration, but 
organizational culture ultimately depends on 
leadership behavior, relationships, shared values, 
and employee experiences. Seventh, sustainable 
performance requires employee well-being. High 
performance cannot be maintained through 
excessive workload or continuous digital 
availability; organizations need to support 
sustainable working practices. 
 
IX. MANAGERIAL IMPLICATIONS 

Organizations seeking to develop a high-
performance hybrid culture should develop a 
formal hybrid-work policy; establish clear 
communication standards; train managers in 
hybrid leadership; shift performance management 
toward measurable outcomes; conduct regular 
employee engagement surveys; monitor potential 
proximity bias; provide equal learning and 
development opportunities; strengthen digital 
collaboration capabilities; create mechanisms for 
employee recognition; establish reasonable 
meeting and communication norms; encourage 
employee autonomy and accountability; and 
regularly review hybrid-work practices based on 
employee feedback. 

Organizations should avoid adopting a single 
hybrid model for all departments. Different roles 
may require different levels of physical presence 
based on operational requirements, customer 
interaction, collaboration needs, and job 
characteristics. 

 
X. SUGGESTED EMPLOYEE 

ENGAGEMENT METRICS 
Organizations can measure the effectiveness of 

hybrid engagement strategies through a 
combination of quantitative and qualitative 
indicators. Employee metrics include employee 
engagement score, employee satisfaction, 
employee retention, absenteeism, internal 
mobility, and participation in learning programs. 
Performance metrics include goal achievement, 
productivity, quality, customer satisfaction, 
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project completion, and innovation contributions. 
Culture metrics include trust in leadership, sense 
of belonging, psychological safety, inclusion, 
manager effectiveness, and recognition 
satisfaction. Hybrid work metrics include meeting 
effectiveness, collaboration effectiveness, remote 
employee participation, technology satisfaction, 
and work-life integration. Using multiple 
indicators is important because productivity alone 
cannot fully measure organizational health. 

 
XI. FUTURE SCOPE OF THE STUDY 

Future research can examine hybrid workforce 
engagement through empirical studies involving 
employees from different industries. Future 
researchers may conduct surveys among hybrid 
employees; compare fully remote, hybrid, and 
office-based employees; study the impact of 
hybrid work on employee retention; examine the 
relationship between leadership style and 
engagement; analyze the role of artificial 
intelligence in hybrid employee management; 
investigate differences between industries; 
examine generational differences in hybrid work 
preferences; and study the long-term impact of 
hybrid work on organizational culture. 
Longitudinal studies would be particularly useful 
because hybrid work practices continue to evolve. 
 
XII. CONCLUSION 

Hybrid working has fundamentally changed the 
relationship between employees, managers, and 
organizations. While hybrid work provides 
flexibility and autonomy, it also creates 
challenges related to communication, connection, 
inclusion, performance management, and 
organizational culture. The development of a 
high-performance hybrid culture requires 
organizations to move beyond the traditional 
assumption that physical presence equals 
productivity. Instead, organizations should build a 
culture based on clarity, trust, accountability, 
connection, capability, recognition, inclusion, and 
well-being. 

Effective hybrid workforce engagement 
requires an integrated approach. Managers must 
be trained to lead through outcomes rather than 
physical supervision. Communication must 

become more intentional and inclusive. 
Performance management must focus on 
measurable results. Employees must receive 
equitable access to development and recognition, 
regardless of where they work. 

Ultimately, hybrid work should not be viewed 
merely as a workplace-location strategy. It 
represents a broader transformation in how 
organizations design jobs, manage people, 
develop culture, and create performance. 
Organizations that successfully combine 
flexibility with accountability and employee 
engagement are more likely to develop a resilient, 
innovative, and sustainable high-performance 
culture. 
 
REFERENCES 
[1] Kahn, W. A. (1990). Psychological conditions 

of personal engagement and disengagement at 
work. Academy of Management Journal, 33(4), 
692–724. 

[2] Deci, E. L., & Ryan, R. M. (2000). The 
“what” and “why” of goal pursuits: Human 
needs and the self-determination of behavior. 
Psychological Inquiry, 11(4), 227–268. 

[3] Bakker, A. B., & Demerouti, E. (2007). The 
Job Demands-Resources model: State of the 
art. Journal of Managerial Psychology, 22(3), 
309–328. 

[4] Becker, B. E., & Huselid, M. A. (1998). High 
performance work systems and firm 
performance: A synthesis of research and 
managerial implications. Research in Personnel 
and Human Resources Management, 16, 53–
101. 

[5] Saks, A. M. (2006). Antecedents and 
consequences of employee engagement. 
Journal of Managerial Psychology, 21(7), 600–
619. 

[6] Allen, T. D., Golden, T. D., & Shockley, K. 
M. (2015). How effective is telecommuting? 
Assessing the status of our scientific findings. 
Psychological Science in the Public Interest, 
16(2), 40–68. 

[7] Gajendran, R. S., & Harrison, D. A. (2007). 
The good, the bad, and the unknown about 
telecommuting: Meta-analysis of psychological 



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 5, Sep-Oct 2026 
                   Available at www.jsred.com                             

ISSN : 2581-7175                                            ©IJSRED: All Rights are Reserved Page 877 
 

mediators and individual consequences. Journal 
of Applied Psychology, 92(6), 1524–1541. 

[8] Bloom, N., Liang, J., Roberts, J., & Ying, Z. J. 
(2015). Does working from home work? The 
Quarterly Journal of Economics, 130(1), 165–
218. 

[9] Gibson, C. B., & Gibbs, J. L. (2006). 
Unpacking the concept of virtuality: The 
effects of geographic dispersion, electronic 
dependence, dynamic structure, and national 
diversity on team innovation. Administrative 
Science Quarterly, 51(3), 451–495. 

[10] Edmondson, A. (1999). Psychological safety 
and learning behavior in work teams. 
Administrative Science Quarterly, 44(2), 350–
383. 

[11] Guest, D. E. (2014). Employee engagement: 
A sceptical analysis. Journal of Organizational 
Effectiveness: People and Performance, 1(2), 
152–172. 

[12] CIPD. (2022). Health and Wellbeing at 
Work. Chartered Institute of Personnel and 
Development. 


