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Abstract—The advent and widespread adoption of 

hybrid and remote work arrangements have 

fundamentally transformed contemporary workplace 

dynamics, necessitating a thorough understanding of 

their impact on key employee outcomes. This holistic 

review synthesizes extensive literature encompassing 

employee engagement, job satisfaction, and well-being 

within hybrid and remote work environments. Anchored 

in prominent theoretical frameworks such as Self-

Determination Theory and the Job Demands-Resources 

model, the paper critically examines how these flexible 

work modalities influence psychological needs, work-life 

balance, and organizational support mechanisms. 

Empirical findings highlight both the benefits—such as 

enhanced autonomy and work-life integration—and 

challenges—including technostress and social isolation—

that modulate employee experiences. Moreover, the 

review identifies gaps in longitudinal research and 

subgroup analyses, advocating for tailored strategies to 

sustain workforce resilience and productivity in evolving 

digital workplaces. The findings offer actionable insights 

for HR professionals and organizational leaders aiming 

to cultivate engaging, satisfying, and health-promoting 

hybrid work ecosystems in the post-pandemic era. 

 

Index Terms—Hybrid work, Remote work, Employee 

engagement, Job satisfaction, Well-being, Work-life 

balance 

 

I. INTRODUCTION 

 

The rapid proliferation of hybrid and remote work 

models represents one of the most significant 

transformations in contemporary organizational 

practices. Accelerated by technological advancements 

and the exigencies of the COVID-19 pandemic, these 

flexible work arrangements have redefined traditional 

workplace boundaries, modalities, and employee 

experiences. Unlike conventional in-office settings, 

hybrid work integrates remote and onsite employment, 

offering employees greater autonomy over when and 

where they perform tasks. Remote work, entailing full 

or predominant work outside central office locations, 

similarly challenges conventional managerial and 

collaborative paradigms (Hopkins & Bardoel, 2023; 

Ozimek, 2020). 

These shifts have profound implications for critical 

organizational outcomes—particularly employee 

engagement, job satisfaction, and well-being—

constructs closely linked to workforce productivity, 

retention, and psychological health. Engagement 

reflects an employee’s physical, cognitive, and 

emotional investment in their work roles (Kahn, 

1990), job satisfaction reflects their overall 

contentment with job facets, and well-being 

encompasses psychological and physical health 

outcomes that support sustainable work performance. 

Hybrid and remote workplaces promise enhanced 

flexibility and work-life balance, which empirical 

evidence underscores as drivers of higher engagement 

and satisfaction. However, these arrangements also 

introduce challenges such as professional isolation, 

technological complexity, blurred work-life 

boundaries, and potential inequities in career 

progression opportunities (Barerro et al., 2022; 

McMackin & Heffernan, 2021). The complex 
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interplay of these factors necessitates comprehensive 

study through integrated theoretical lenses. 

Accordingly, this review synthesizes contemporary 

research spanning multidisciplinary frameworks to 

holistically understand how hybrid and remote work 

influence employee engagement, job satisfaction, and 

well-being. It elucidates evolving organizational 

strategies and psychosocial dynamics, aiming to 

inform human resource development and leadership 

for cultivating resilient, motivated, and healthy hybrid 

workforces. 

 

II. METHODOLOGY 

 

This review paper employed a systematic approach to 

synthesize contemporary literature on employee 

engagement, job satisfaction, and well-being within 

hybrid and remote work contexts. The methodology 

aimed to identify, analyze, and integrate key findings 

from recent empirical studies, conceptual frameworks, 

and relevant reports to develop a holistic 

understanding of the subject. 

A. Literature Search and Selection 

A comprehensive literature search was conducted 

across multiple academic databases including Scopus, 

Web of Science, Google Scholar, and institutional 

repositories. The search covered peer-reviewed 

journal articles, conference proceedings, and 

authoritative white papers published primarily 

between 2020 and 2025 to capture research relevant to 

post-pandemic hybrid work transformations. 

Key search terms included combinations of: 

“employee engagement,” “job satisfaction,” “well-

being,” “hybrid work,” “remote work,” “flexible 

work,” and “workplace.” Boolean operators were 

applied to refine results and focus on studies 

addressing psychosocial outcomes in flexible work 

environments. 

B. Inclusion and Exclusion Criteria 

Inclusion criteria were studies published in English, 

empirical or conceptual works focusing on hybrid or 

remote work settings, and papers examining 

psychological or organizational outcomes of 

engagement, satisfaction, or well-being. Excluded 

were non-peer-reviewed articles, purely technical or 

economic analyses without workforce implications, 

and studies unrelated to modern flexible work 

practices. 

C. Data Extraction and Synthesis 

From the selected studies, relevant data on theoretical 

frameworks, study contexts, sample characteristics, 

key findings, and conclusions were extracted. 

Thematic content analysis was applied to organize the 

literature into coherent themes reflecting the 

multidimensional nature of employee experiences in 

hybrid and remote work. 

The review adopted an integrative framework 

combining psychological theories such as Self-

Determination Theory and Job Demands-Resources 

model with empirical evidence to generate actionable 

insights and identify research gaps. This approach 

facilitated a critical and comprehensive understanding 

of the intersections among engagement, satisfaction, 

and well-being in evolving work paradigms. 

D. Limitations of the Methodology 

The review’s scope was limited to accessible 

publications during the specified time frame, 

potentially excluding emerging unpublished work. 

Additionally, given the rapid evolution of hybrid 

work, newer trends or effects might evolve beyond the 

literature examined here, indicating a need for ongoing 

research. 

 

III. THEORETICAL FOUNDATION 

 

Theoretical Foundations in Employee Engagement, 

Job Satisfaction, and Well-Being in Hybrid and 

Remote Work 

A. Employee Engagement in Hybrid and Remote Work 

The evolution of work structures—especially the 

widespread adoption of hybrid and remote work 

models—has fundamentally shifted how organizations 

approach employee engagement. Employee 

engagement encompasses the physical, emotional, and 

cognitive presence an employee exhibits toward their 

role and organization, critically influencing 

productivity, innovation, and retention (Kahn, 1990; 

Schaufeli et al., 2002). Hybrid work arrangements, 

which combine remote and office-based work, offer 

unprecedented flexibility that can enhance employee 

autonomy, one of the key drivers of engagement 

identified by Self-Determination Theory (Gagné & 

Deci, 2022). 

Empirical studies confirm that hybrid work increases 

engagement by reducing commuting-related fatigue 

and enabling a better work-life balance, which 

contributes positively to vigor, dedication, and 

absorption in work tasks (Goodwood Publishing, 
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2025; Metrigy, 2025). For example, in qualitative 

research among IT employees, hybrid work was found 

to increase energy and flexibility, fostering higher 

involvement and concentration (Goodwood 

Publishing, 2025). 

However, hybrid work also introduces challenges. 

Social isolation and limited face-to-face interaction 

can hinder relatedness—a core psychological need—

leading to feelings of disconnection (Bakker & 

Demerouti, 2017). Technostress arising from 

continuous digital communication can increase 

cognitive load and workplace stress, negatively 

impacting engagement. Effective use of digital tools 

and organizational support is thus vital to mitigate 

these risks (Cisco Global Hybrid Work Study, 2025). 

Furthermore, leadership plays a critical role in 

sustaining engagement in the hybrid work context. 

Transparent communication, trust-building, and 

promoting a culture of inclusion have been identified 

as key organizational practices that facilitate 

engagement (Taranekar, 2025; CIPD, 2025). The 

flexibility inherent in hybrid work must be balanced 

with clear expectations and support mechanisms to 

optimize collaboration and motivation (Brilliant 

International Journal of Management and Tourism, 

2025). 

Recent landscape surveys reveal that most 

organizations are refining hybrid policies to adapt to 

employee preferences and operational priorities, 

signaling the enduring nature of this work model. 

Supported hybrid work arrangements consistently 

correlate with higher employee engagement scores, 

reduced burnout symptoms, and improved 

organizational outcomes (Owl Labs, 2025; Metrigy, 

2025). 

In conclusion, employee engagement within hybrid 

and remote work frameworks is shaped by a complex 

interplay of autonomy, technological environment, 

social connection, and managerial practices. 

Organizations seeking to leverage hybrid work 

benefits must strategically design policies and cultures 

that foster these engagement drivers while addressing 

emerging challenges. 

B. Job Satisfaction: Drivers and Outcomes in Hybrid 

and Remote Work Environments 

Job satisfaction—a critical determinant of employee 

retention, performance, and well-being—has acquired 

renewed importance amid the widespread adoption of 

hybrid and remote work models. It reflects employees’ 

overall contentment with their jobs, encompassing 

factors such as role clarity, work-life balance, 

organizational support, and interpersonal relationships 

(Locke, 1976; Judge et al., 2001). In hybrid and remote 

contexts, the dynamics influencing job satisfaction 

exhibit both continuity with traditional work and novel 

characteristics shaped by digital and flexible 

modalities. 

Key Drivers of Job Satisfaction 

[1] Work-Life Balance and Flexibility: Flexibility 

inherent in hybrid and remote work often leads to 

improved management of personal and 

professional boundaries (Gajendran & Harrison, 

2007). Research finds that employees appreciate 

control over when and where they work, reducing 

commuting stress and enabling better alignment 

with family needs (LIU et al., 2025; Zoom, 2025). 

This autonomy directly correlates with higher 

satisfaction levels. 

[2] Organizational Support and Communication: 

Perceived organizational support, including 

transparent communication, access to resources, 

and recognition, plays an instrumental role in 

sustaining satisfaction (Eisenberger et al., 1986). 

Hybrid work requires intentional efforts to 

maintain connection and cultural cohesion, with 

digital tools supplementing, not replacing, 

meaningful engagement (Cisco Hybrid Work 

Study, 2025; WeThrive, 2025). 

[3] Role Clarity and Workload Management: 

Ambiguity in roles or expectations exacerbated by 

reduced face-to-face interaction can diminish job 

satisfaction (Bakker & Demerouti, 2017). Proper 

workload distribution and clear performance 

metrics adapted to hybrid contexts mitigate stress 

and foster positive job appraisals (Goodwood 

Publishing, 2025). 

[4] Social Connectivity and Belonging: The need for 

relatedness, emphasized in Self-Determination 

Theory, influences satisfaction notably (Deci & 

Ryan, 2000). Hybrid models risk social isolation, 

which organizations must counteract through 

deliberate team-building and inclusion initiatives 

(Owl Labs Report, 2025). 

[5] Technological Competency and Infrastructure: 

Adequate training and intuitive digital 

infrastructures alleviate technostress and support 

employees’ competence and confidence, thereby 

enhancing satisfaction (Metrigy, 2025). 
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Outcomes of Job Satisfaction in Hybrid/Remote Work 

High job satisfaction correlates with increased 

engagement, lower absenteeism, and reduced turnover 

intentions. It also positively affects creativity and 

collaborative behaviors critical in dispersed teams 

(NIHRM, 2025). Moreover, satisfying work 

conditions contribute to mental and physical well-

being, creating virtuous cycles that bolster overall 

organizational effectiveness. 

[1] Empirical Evidence and Variability: Studies 

demonstrate variability across demographics, 

with younger or less experienced employees 

potentially experiencing lower satisfaction due to 

limited social learning and mentoring in remote 

contexts (Liu et al., 2025). Gender and role types 

also moderate these relationships, suggesting the 

necessity for tailored approaches. 

[2] Balancing Pros and Cons: While hybrid work 

broadly enhances satisfaction through flexibility 

and autonomy, it demands addressing relational 

challenges and technological barriers to ensure 

equitable and sustained employee contentment 

(CultureBot, 2025; Fiverr Enterprise, 2025). 

C. Well-Being and Mental Health Considerations in 

Hybrid and Remote Work Environments 

The growing integration of hybrid and remote work 

models has substantially impacted employee well-

being and mental health, revealing both positive 

benefits and emerging challenges. Well-being 

encompasses an employee’s overall psychological, 

emotional, and physical health, which directly 

influences productivity, engagement, and job 

satisfaction (Diener & Seligman, 2004). 

[1] Positive Impacts on Well-Being:Flexible hybrid 

work arrangements enable employees to better 

manage their work-life balance by reducing 

commuting time and allowing for personalized 

work schedules (Owl Labs, 2025). Approximately 

90% of hybrid employees report feeling as 

productive or more productive compared to 

traditional office settings, with many citing 

improved energy levels and satisfaction (Buffer, 

2024; Zoom, 2025). This flexibility enhances 

autonomy—a core psychological need per Self-

Determination Theory—thereby uplifting 

motivation and emotional well-being (Gagné & 

Deci, 2022). 

The Cisco Global Hybrid Work Study (2025) found 

that flexible work policies positively influence 

multiple dimensions of well-being, including mental, 

physical, social, and emotional health. Specifically, 

68% of employees with hybrid arrangements note 

improvements in mental health, while 61% of those 

working set office days report enhanced social well-

being. These findings underscore the role of stable, 

predictable hybrid work patterns in fostering sustained 

employee wellness. 

[2] Emerging Challenges and Mental Health Risks: 

Despite these benefits, risks such as social 

isolation, blurred work-life boundaries, and 

technostress are pronounced in remote settings. 

Fully remote employees often report higher levels 

of loneliness and emotional strain compared to 

on-site or hybrid colleagues (Gallup, 2025). The 

paradox noted by Gallup—that high engagement 

in remote workers may coincide with lower well-

being—highlights the cognitive and emotional 

load of self-managing flexible work (Gallup, 

2025). 

Burnout remains a significant concern, though hybrid 

workers experience it 15% less frequently than in-

office counterparts (IE Center for Health and Well-

Being, 2025). This suggests hybrid work’s potential as 

a buffer against fatigue when balanced well. However, 

the success of well-being initiatives in these contexts 

depends heavily on organizational support, managerial 

competence in remote leadership, and access to mental 

health resources (Metrigy, 2025). 

[3] Role of Leadership and Organizational Culture: 

Strong leadership that fosters connection, 

provides clear communication, and actively 

supports employee mental health is essential to 

mitigating risks in hybrid and remote 

environments (Great Place to Work, 2025). 

Psychological safety and social support 

mechanisms enable employees to navigate 

uncertainties and maintain resilience (Bakker & 

Demerouti, 2017). 

In conclusion, hybrid and remote work fundamentally 

reshape well-being dynamics at work. Flexible 

arrangements tend to improve work-life integration 

and autonomy, supporting holistic health and 

engagement. Nonetheless, organizations must 

proactively address mental health via robust support 

systems and culture to sustain employee wellness 

across diverse work modalities. 
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IV. INTEGRATED INSIGHTS AND RESEARCH 

GAPS 

 

The synthesis of current research highlights a complex 

interplay among employee engagement, job 

satisfaction, and well-being within hybrid and remote 

work environments. These constructs are deeply 

interconnected; engagement is often enhanced by 

satisfaction and well-being, while job satisfaction and 

well-being themselves contribute to an employee’s 

capacity to remain engaged and productive (Schaufeli 

et al., 2017; Gagné & Deci, 2022). 

A. Integrated Insights 

[1] Interdependence of Constructs: Studies affirm 

that autonomy, competence, and relatedness—

core to Self-Determination Theory—are central to 

fostering engagement, satisfaction, and well-

being across varied work settings (Deci & Ryan, 

2000). Hybrid work offers opportunities for 

satisfying these needs through flexibility and 

digital connectivity but poses risks of social 

isolation and technostress that can undermine 

these fundamental psychological resources. 

[2] Role of Organizational Support: Perceived 

organizational support and leadership quality 

moderate the impact of hybrid arrangements on 

employee outcomes (CIPD, 2025; Cisco Hybrid 

Work Study, 2025). Transparent communication, 

recognition, and resources are vital in 

counterbalancing the challenges posed by 

physical distance. 

[3] Digital Tools as Double-Edged Sword: 

Technology facilitates hybrid work but introduces 

cognitive overload and work intensification 

(Bakker & Demerouti, 2017). Optimally designed 

digital infrastructures and training mitigate 

technostress and support competence and 

engagement (Metrigy, 2025). 

[4] Equity and Inclusion Concerns: Variations in 

access to remote work across job types, genders, 

and career stages create differential experiences 

of satisfaction and engagement (Liu et al., 2025). 

The digital divide and opportunities for social 

bonding remain critical challenges in ensuring 

inclusive hybrid work cultures. 

B. Research Gaps 

[1] Longitudinal Impacts: There is a dearth of 

longitudinal studies tracking the sustainability of 

engagement, satisfaction, and well-being over 

prolonged hybrid and remote work exposure. 

[2] Subgroup Differences: More research is needed 

on how demographic factors (age, gender, job 

role) influence adaptation to hybrid models and 

consequent psychosocial outcomes. 

[3] Workplace Culture Effects: Few studies robustly 

examine how evolving organizational culture 

shapes the integration of hybrid work and affects 

employee psychological states. 

[4] AI and Automation Influences: Emerging 

technologies such as AI introduce new 

dimensions of work design that require 

investigation regarding their impact on workforce 

engagement and satisfaction. 

[5] Managerial Practices: There remains limited 

empirical evidence on effective managerial 

behaviors and policies uniquely suited to hybrid 

team management to sustain high employee 

outcomes. 

Addressing these gaps will strengthen understanding 

and guide practices ensuring hybrid and remote work 

advance human-centric, productive, and health-

promoting workplace ecosystems in a rapidly 

digitalizing world. 

 

V. PRACTICAL IMPLICATIONS 

 

The rise of hybrid and remote work models requires 

organizations to adopt innovative and intentional 

strategies to enhance employee engagement, job 

satisfaction, and well-being. The following key 

practical implications emerge from current research 

and best practices: 

A. Transparent Communication of Hybrid Work 

Policies 

Clear articulation of hybrid work expectations, 

including in-person and remote work schedules, is 

fundamental. Employees value transparent “deals” 

about flexibility and accountability to avoid ambiguity 

and build trust (MIT Sloan Management Review, 

2025). Regular updates and forums for feedback help 

sustain alignment across dispersed teams. 

B. Outcome-Focused Performance Measurement 

Shifting evaluation criteria from presenteeism toward 

outcome delivery fosters autonomy and motivation in 

hybrid settings. Emphasizing results over hours 

encourages employees to prioritize meaningful work 

and balance (Harvard Business Review, 2025). 
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C. Investment in Technology and Training 

Reliable digital infrastructure and user-friendly 

collaboration tools (e.g., Microsoft Teams, Zoom, 

Slack) are prerequisites for seamless hybrid work. 

Organizations must also provide ongoing technical 

support and training tailored to varied employee 

technological competencies (CIPD, 2025). 

D. Fostering Social Connectivity and Psychological 

Safety 

Proactively nurturing social bonds via virtual team-

building, regular check-ins, and inclusive practices 

counteracts isolation risks. Psychological safety—

where employees feel safe to express ideas and 

concerns without fear—supports creativity and mental 

health (Cisco Hybrid Work Study, 2025). 

E. Flexible Work Schedules with Clear Boundaries 

Empowering employees to personalize schedules 

enhances job satisfaction and well-being. Equally 

important is setting boundaries around communication 

and work hours to minimize burnout (Owl Labs, 

2025). Managers should encourage practices that 

delineate work and personal time. 

F. Tailored Support for Diverse Employee Needs 

Recognizing demographic and job-type differences 

helps customize hybrid policies. Inclusive approaches 

that address varying access to remote work, caregiving 

responsibilities, and career development sustain equity 

and engagement (Liu et al., 2025). 

G. Leadership Development for Hybrid Contexts 

Equipping managers with skills to lead remote teams 

effectively through empathy, trust-building, and 

digital communication is vital. Leadership competence 

directly influences employee engagement and 

retention (Metrigy, 2025). 

H. Prioritizing Employee Mental Health 

Providing accessible mental health resources, 

promoting resilience-building programs, and 

normalizing conversations about well-being creates 

supportive hybrid environments (Great Place to Work, 

2025). 

 

VI. CONCLUSION 

 

The transformational shift toward hybrid and remote 

work models has deeply impacted employee 

engagement, job satisfaction, and well-being. This 

review highlights that such flexible arrangements 

provide significant benefits, including enhanced 

autonomy, improved work-life balance, and increased 

employee motivation—key elements emphasized by 

Self-Determination Theory. When well-supported by 

organizations through transparent communication, 

digital infrastructure, and empathetic leadership, 

hybrid and remote work foster positive employee 

experiences that drive productivity and retention. 

Nonetheless, challenges remain. Social isolation, 

blurred boundaries between work and personal life, 

and techno-stress pose risks that can undermine 

employee well-being and engagement if not 

proactively addressed. Organizations must implement 

inclusive policies that ensure equitable access and 

nurture psychological safety and social connectedness 

across dispersed teams. 

The literature identifies critical gaps: the need for 

longitudinal research tracking hybrid work’s long-

term effects, exploration of subgroup differences by 

demographic and role factors, and examination of 

evolving workplace cultures and emerging 

technologies influencing work dynamics. 

Adopting a human-centred approach that balances 

flexibility with social support, optimized digital tools, 

and responsive leadership will be essential for 

sustainable workforce management. This holistic 

understanding equips practitioners and researchers to 

shape resilient organizations that thrive in the evolving 

future of work. 
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