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ABSTRACT 
This study investigates the key determinants of  employee experience in hybrid work 

environments through the development and validation of  an integrated, theory-driven 
conceptual framework. Grounded in Job Demands–Resources (JD-R) Theory, Self-
Determination Theory (SDT), Boundary Theory, Conservation of  Resources (COR) 
Theory, and Social Exchange Theory, the study examines how hybrid work design 
factors, digital communication load, organizational support mechanisms, and individual 
coping and psychological traits collectively influence psychological well-being, digital 
fatigue, perceived productivity, and job satisfaction. Adopting an interpretivist research 
philosophy, the study employs a qualitative multiple-case research design. Data were 
collected through semi-structured interviews with 15 professionals drawn from education, 
IT, healthcare, finance, and consulting sectors, all of  whom were actively engaged in 
hybrid work arrangements. Interviews were conducted virtually and analysed using Braun 
and Clarke’s six-phase thematic analysis framework, supported by NVivo software for 
systematic coding and theme development. The findings reveal that well-structured 
hybrid work design and strong organizational support systems act as critical resources that 
enhance engagement, trust, and well-being. In contrast, excessive digital communication 
load emerged as a dominant job demand contributing to cognitive overload and digital 
fatigue. Individual coping capacity, particularly resilience and boundary management 
skills, played a significant moderating role in shaping adaptation outcomes. The study 
offers important theoretical contributions by extending existing work design and stress 
models into digitally intensive hybrid contexts. Practically, the findings provide actionable 
guidance for organizations seeking to design sustainable, human-centric hybrid work 
strategies that balance flexibility, productivity, and employee well-being.

KEYWORDS: Hybrid Work; Employee Well-being; Productivity; Digital Fatigue; 
Employee Experience.

INTRODUCTION 
The global transition toward hybrid work has fundamentally reshaped how 

organizations structure work, manage performance, and support employee well-being. 
Hybrid work, which blends remote and in-office arrangements, has evolved from a crisis-
response mechanism during the COVID-19 pandemic into a long-term strategic model 

https://acavispublishers.com/ASS/home
mailto:Shankar.s@westford.org.uk
https://orcid.org/0000-0003-0598-9543
https://orcid.org/0000-0003-0598-9543


Archives of  Social Science   2

Subramanian Iyer S. The Psychology of  Hybrid Work: Understanding Employee Well-being, Productivity, and Digital 
Fatigue. Arch Soc Sci. 2025;1(1):1-10.

for workforce management.1,2 Driven by digital transformation, 
talent mobility, and shifting employee expectations, hybrid work 
is now positioned as a core component of  modern organizational 
design rather than a temporary arrangement.

Despite the flexibility and autonomy offered by hybrid work, 
emerging research highlights significant challenges associated 
with digital overload, work-life boundary erosion, and uneven 
access to organizational support.3,4 Excessive virtual meetings, 
constant messaging, and platform multitasking have intensified 
cognitive strain and digital fatigue, leading to reduced engagement 
and increased burnout risks.5 Furthermore, the absence of  clear 
temporal boundaries has blurred personal and professional domains, 
weakening recovery processes and psychological detachment from 
work.6

In this evolving context, employee experience has become a 
central construct for evaluating hybrid work effectiveness. Employee 
experience reflects not only task performance but also emotional well-
being, psychological safety, perceived productivity, and satisfaction.7 
Prior studies tend to examine job design, digital tools, or organizational 
support independently. However, limited research has integrated 
these factors within a comprehensive theoretical framework suitable 
for hybrid settings. Addressing this gap, the present study develops 
and empirically examines an integrated, multi-theoretical model 
to explain how hybrid work design, digital communication load, 
organizational support mechanisms, and individual psychological 
traits collectively shape employee experience.8,9

BACKGROUND 
The shift toward hybrid work marks one of  the most 

transformative changes in organizational life in recent decades. 
Traditionally, work environments were characterized by centralized 
control, standardized schedules, and physical proximity as a proxy 
for productivity and collaboration. However, the global health crisis 
acted as a catalyst that forced organizations to rapidly adopt remote 
and digital work tools, thereby challenging long-held assumptions 
about where and how work must occur. As organizations emerge 
from the pandemic, hybrid work models—comprising both remote 
and in-office components—are increasingly seen as a middle ground 
that combines the benefits of  flexibility with the advantages of  co-
located collaboration.2

However, hybrid work is not without complexity. One of  the 
most pronounced issues is Digital Communication Load, defined 
as the volume, frequency, and intrusiveness of  work-related digital 
interactions. Studies have shown that employees frequently face 
a deluge of  emails, virtual meetings, instant messages, and digital 
notifications, leading to constant context-switching and reduced 
cognitive bandwidth.4,5 The expectation of  immediate responsiveness, 
coupled with the absence of  clear “off-hours,” contributes to 
burnout, decision fatigue, and declining work quality.

Conversely, Hybrid Work Design Factors—such as autonomy 
over work location, personalized scheduling, and clarity in hybrid 
policies—have the potential to enhance job satisfaction, work-
life balance, and productivity. When thoughtfully implemented, 
these design elements support employees’ psychological needs and 

reduce ambiguity, thereby promoting positive outcomes.10 However, 
inconsistencies in policy enforcement, managerial discretion, and 
access to resources can create inequities and frustration among 
employees.

Organizational Support Mechanisms are critical in buffering 
the negative impacts of  hybrid stressors. These mechanisms include 
access to mental health resources, ergonomic home office setups, 
empathetic managerial behavior, and peer collaboration structures. 
According to the JD-R and COR frameworks, the presence of  
such supports can replenish employee resources, enhance coping 
capacities, and foster resilience. Yet, the mere existence of  support 
systems is insufficient; their perceived accessibility, relevance, and 
responsiveness determine their effectiveness.

Importantly, Individual Coping and Psychological Traits also play 
a moderating role in hybrid work experiences. Employees with high 
emotional intelligence, self-regulation skills, and boundary-setting 
strategies are better positioned to navigate hybrid complexities. 
Those who struggle with autonomy, ambiguity, or digital tools are 
more susceptible to stress and disengagement. Psychological factors 
such as resilience, self-efficacy, and preference for segmentation 
or integration of  work-life domains critically shape how hybrid 
environments are perceived and experienced.11,12

While prior research has examined these variables independently, 
few studies have synthesized them into a unified model tailored 
for hybrid work contexts. Most existing frameworks focus on 
either technological adequacy or employee satisfaction but fail to 
integrate the emotional, cognitive, and structural dimensions of  
hybrid work. This study fills this gap by proposing and validating 
a comprehensive conceptual model that connects organizational 
design, communication burden, support systems, and individual 
traits to holistic measures of  employee experience in hybrid settings.8

RESEARCH SCOPE
This study is scoped to develop and validate a multi-dimensional 

conceptual model explaining the determinants of  employee 
experience in hybrid work settings. The research focuses on 
employees operating within hybrid models (a mix of  remote and in-
office work) across a variety of  industries and organizational sizes. 
The scope includes assessing the roles of  digital communication 
practices, hybrid work design policies, organizational support 
systems, and individual coping capacities in shaping psychological, 
emotional, and behavioural work outcomes.

Research Questions
•	 How do Hybrid Work Design Factors influence employee 

experience in hybrid work environments?

•	 To what extent does Digital Communication Load impact 
psychological well-being, digital fatigue, and productivity in 
hybrid work?

•	 What is the effect of Organizational Support Mechanisms on 
engagement, work-life balance, and job satisfaction in hybrid 
work settings?

•	 How do Individual Coping and Psychological Traits mediate or 
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moderate the relationship between hybrid work environments 
and employee experience?

Research Objectives
•	 To analyse the influence of  hybrid work design factors—

such as flexibility, policy clarity, and team coordination—on 
employee engagement and well-being.

•	 To evaluate the effects of  digital communication overload (e.g., 
virtual meetings, email pressure) on psychological fatigue and 
productivity.

•	 To assess how organizational supports (e.g., managerial 
guidance, wellness initiatives, peer collaboration) improve or 
buffer employee experiences in hybrid settings.

•	 To explore how individual differences in psychological traits and 
coping mechanisms affect employee adjustment, satisfaction, 
and performance in hybrid work contexts.

LITERATURE REVIEW
The literature on employee experience in hybrid work 

environments has rapidly expanded in recent years, reflecting the shift 
from traditional and remote work models to more flexible, hybrid 
arrangements. This transformation, accelerated by global disruptions 
and technological advances, has reshaped the way employees interact 
with their workspaces, organizations, and personal lives. While prior 
research has addressed several aspects of  hybrid work, such as job 
design, digital communication, organizational support, and individual 
well-being, there remains a lack of  integrative frameworks that 
synthesize these elements through multiple theoretical lenses.13

This literature review draws on five key theoretical foundations—
Job Demands-Resources (JD-R) Theory, Self-Determination Theory 
(SDT), Boundary Theory, Conservation of  Resources (COR) Theory, 
and Social Exchange Theory—to examine both the structural and 
psychological dimensions of  hybrid work. The review is structured 
around one dependent variable (Employee Experience in Hybrid 
Work) and four independent variables (Hybrid Work Design Factors, 
Digital Communication Load, Organizational Support Mechanisms, 
and Individual Coping and Psychological Traits). Each subsection 
critically evaluates the current state of  knowledge, identifies gaps, 
and sets the stage for the development of  the conceptual model and 
research hypotheses.

Dependent Variable: Employee Experience in Hybrid Work
Employee experience in hybrid work contexts refers to the 

holistic perception and interaction of  employees with their work 
environment, including its physical, technological, social, and 
organizational dimensions. It encompasses affective responses such 
as job satisfaction and psychological well-being; cognitive appraisals 
such as perceived productivity and role clarity; and behavioral 
outcomes including engagement, collaboration, and work-life 
boundary management. As hybrid work blurs traditional spatial and 
temporal boundaries, the employee experience becomes increasingly 
dynamic and context-sensitive.6

In hybrid settings, employees must simultaneously manage 
autonomy and interdependence, digital interactions and in-person 

collaboration, as well as personal and professional obligations. These 
unique demands result in an experience that is highly individualized 
and often fluctuates over time. Gajendran and Harrison14 suggest 
that remote work arrangements can lead to increased autonomy 
and performance but also pose risks of  social isolation and role 
ambiguity. Therefore, capturing employee experience in hybrid 
models requires multidimensional metrics that address both enabling 
and constraining factors.

Independent Variable 1: Hybrid Work Design Factors
Hybrid Work Design Factors refer to the intentional structuring 

of  roles, schedules, spaces, and workflows to support employees 
operating in both remote and physical environments. Key 
components include location flexibility, scheduling autonomy, clarity 
of  role expectations, and policy transparency. These design factors 
influence how employees perceive control over their work and how 
effectively they can coordinate with teams, access resources, and 
maintain boundaries.

Empirical studies have shown that employees with greater 
autonomy in choosing work locations and schedules report higher 
engagement, lower stress, and improved work-life balance.10 Spivack 
and Rubin15 further emphasize that the clarity and consistency of  
hybrid work policies play a vital role in reducing ambiguity and 
promoting fairness across teams. Conversely, poorly designed hybrid 
systems—lacking clear guidelines or equitable resource access—can 
increase uncertainty and employee dissatisfaction. Thus, hybrid work 
design is not merely a logistical issue but a strategic and psychological 
enabler of  employee experience.

Independent Variable 2: Digital Communication Load
Digital Communication Load (DCL) encompasses the cognitive, 

emotional, and time-based burden associated with excessive or 
fragmented digital interactions in the workplace. This includes high 
volumes of  emails, overlapping virtual meetings, constant instant 
messaging, and the need to navigate multiple platforms. Barley et 
al.5 identified DCL as a primary source of  work-related stress and 
distraction, leading to reduced focus, diminished creativity, and 
emotional exhaustion.

Mazmanian et al.4 coined the term “autonomy paradox,” 
describing how mobile communication tools—designed to enhance 
flexibility—often lead to the erosion of  boundaries and create an 
“always-on” expectation. In hybrid environments, this paradox 
is amplified as physical cues that signal availability are absent, and 
employees feel pressured to remain constantly responsive. Prolonged 
exposure to high DCL contributes to digital fatigue, lower job 
satisfaction, and increased risk of  burnout, making it a critical factor 
in shaping hybrid work experience.

Independent Variable 3: Organizational Support Mechanisms
Organizational Support Mechanisms refer to the structural, 

relational, and resource-based supports offered by organizations 
to help employees manage job demands and thrive in their roles. 
These include managerial empathy and coaching, access to mental 
health and wellness programs, ergonomic and technical support 
for remote work, and inclusive collaboration cultures. Eisenberger 
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et al.16 developed the concept of  Perceived Organizational Support 
(POS), positing that employees reciprocate organizational care and 
investment with higher commitment, trust, and performance.

The JD-R model reinforces this, suggesting that support 
resources buffer the impact of  stressors and enhance engagement.17 
In the context of  hybrid work, support mechanisms must extend 
beyond the physical office to address distributed workforce needs—
such as virtual onboarding, peer mentoring, remote learning 
platforms, and transparent feedback loops. The perception that 
one’s organization genuinely supports hybrid adaptation significantly 
enhances the employee experience and reduces psychological strain.

Independent Variable 4: Individual Coping and Psychological 
Traits

While organizational structures and technological tools are 
important, the individual’s capacity to manage hybrid demands plays 
a pivotal role. Individual Coping and Psychological Traits encompass 
emotional resilience, self-efficacy, adaptability, boundary-setting 
ability, and personal preferences for integrating or segmenting work 
and life domains. Hobfoll’s18 Conservation of  Resources (COR) 
theory explains that individuals strive to obtain, retain, and protect 
valuable personal resources—such as time, energy, and emotional 
stability—and stress occurs when these are threatened or depleted.

Self-Determination Theory (SDT) complements this by 
highlighting how the fulfillment of  autonomy, competence, and 
relatedness influences motivation and psychological growth.12 
Employees with strong self-regulation and emotional intelligence 
are more adept at navigating hybrid work, adjusting to ambiguity, 
and creating routines that foster engagement and recovery. 
Conversely, employees who struggle with technological change, 
boundary conflicts, or self-discipline are more susceptible to fatigue, 
disengagement, and role conflict. Hence, psychological traits act as 
critical moderators in shaping individual responses to hybrid work 
environments.

The conceptual model developed in this study is grounded in a 
multi-theoretical framework that integrates five foundational theories, 
each offering a unique lens to understand the complexities of  
employee experience in hybrid work environments. Job Demands-
Resources (JD-R) Theory serves as the structural backbone of  the 
model, emphasizing the balance between job demands (e.g., digital 
communication overload) and job resources (e.g., organizational 
support mechanisms) as key predictors of  employee well-being and 
engagement. Complementing this, Self-Determination Theory 
(SDT) provides a motivational perspective by asserting that 
employees thrive when their needs for autonomy, competence, and 
relatedness are fulfilled—needs that are particularly salient in hybrid 
settings where control over time, skill usage, and social connection 
are often fragmented. Conservation of  Resources (COR) Theory 
adds an emotional and psychological dimension by highlighting how 
hybrid work demands may threaten valuable personal resources like 
time, mental energy, and emotional stability, and how individuals 
strive to protect or replenish these through coping mechanisms 
and organizational supports. Boundary Theory further deepens 
the model by explaining how hybrid employees manage transitions 

between professional and personal domains, especially when physical 
and temporal boundaries become fluid, leading to potential role 
conflict or integration strain. Finally, Social Exchange Theory 
underpins the relational aspects of  the model, positing that when 
organizations invest in employee support, trust, and fairness, 
employees reciprocate through increased commitment, loyalty, and 
engagement. Together, these theories create a holistic conceptual 
foundation that captures the structural, motivational, emotional, 
behavioural, and relational dynamics of  hybrid work, enabling a 
nuanced examination of  how organizational design, digital stressors, 
support systems, and individual traits collectively influence the 
employee experience.

Literature Gap and Conceptual Model Development
While research on hybrid work is growing, several significant 

gaps remain unaddressed in current literature:

•	 Fragmented Treatment of  Variables: Existing studies often 
examine hybrid work design, communication overload, 
organizational support, or individual traits in isolation. Very 
few offer an integrative model that combines all these critical 
dimensions to explain employee experience holistically.

•	 Lack of  Theory-Driven Multivariable Frameworks: While 
theories such as JD-R or POS are used in isolated contexts, 
there is a lack of  models that synthesize JD-R, SDT, COR, 
Boundary Theory, and Social Exchange Theory in explaining 
how structural, technological, and psychological factors interact 
in hybrid contexts.

•	 Limited Attention to Digital Communication Load: Despite 
growing concerns over digital burnout, DCL is under-
researched as a construct distinct from general workload or job 
strain. Its impact on cognitive fatigue and well-being in hybrid 
work settings remains insufficiently studied.

•	 Neglect of  Employee Psychological Agency: Much of  the 
literature treats employees as recipients of  organizational 
decisions, with limited attention to their agency, coping 
strategies, and emotional traits that influence adaptation to 
hybrid environments.

•	 Context-Specific Frameworks Missing: Many studies take a 
generic view of  remote work, failing to differentiate between 
hybrid, fully remote, and on-site experiences. This lack of  
context specificity undermines the applicability of  insights to 
real-world hybrid environments.

HYPOTHESES 
H1: The Hybrid Work Design Factors have a significant influence 
on Employee Experience in Hybrid Work

H2: Employee Experience in Hybrid Work is significantly 
influenced by Digital Communication Load

H3: The Organizational Support Mechanisms have a significant 
influence on Employee Experience in Hybrid Work

H4: Employee Experience in Hybrid Work is significantly 
influenced by the Individual Coping and Psychological Traits
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RESEARCH METHODOLOGY
This section outlines the methodological framework adopted 

to explore the key determinants of  employee experience in hybrid 
work environments. Given the study’s aim to understand complex, 
context-sensitive, and subjective experiences, a qualitative research 
design rooted in interpretivism was deemed most appropriate. The 
methodology integrates theoretical grounding with empirical rigor, 
employing semi-structured interviews with professionals across 
various sectors to capture diverse hybrid work experiences. The use 
of  thematic analysis and purposive sampling ensures that insights are 
both rich in depth and analytically robust. The following subsections 
detail the research philosophy, approach, design, sampling 
strategy, data collection methods, analysis techniques, and ethical 
considerations that guided the study.19

Research Philosophy
This study adopts an interpretivist research philosophy, which 

is well-suited for exploring the subjective, context-dependent 
experiences of  individuals operating in hybrid work environments. 

Interpretivism emphasizes understanding the meanings and lived 
realities that individuals ascribe to their actions, interactions, and 
environments—rather than seeking universally generalizable laws 
or cause-effect relationships. Given the highly individualized and 
dynamic nature of  employee experience in hybrid settings—shaped 
by personal traits, organizational culture, technological structures, 
and socio-emotional interactions—an interpretivist stance allows 
the researcher to uncover rich, nuanced insights that reflect the 
complexity of  real-world hybrid work. This approach aligns with the 
goal of  the study, which is to understand how various organizational, 
technological, and psychological factors converge to influence 
the employee experience, rather than merely measuring isolated 
variables.20

Research Approach

Aligned with the interpretivist philosophy, this study employs a 
qualitative research approach to gain in-depth insights into employee 
experiences within hybrid work environments. Qualitative research 
enables the exploration of  “how” and “why” questions, particularly 

 

Figure 1. Conceptual Model

Conceptual model using the integrated Job Demands-Resources (JD-R) Theory, Self-Determination Theory (SDT), Boundary Theory, 
Conservation of  Resources (COR) Theory, and Social Exchange Theory
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in areas where theory is emerging and context matters significantly. 
Unlike quantitative methods, which test pre-defined hypotheses 
using numerical data, qualitative inquiry is inductive and interpretive, 
allowing themes and patterns to emerge from participant narratives. 
This approach is especially appropriate given the study’s multi-
theoretical foundation, which integrates structural, psychological, and 
relational dimensions of  hybrid work. The qualitative lens enables 
the researcher to explore complex interdependencies between hybrid 
work design, communication load, support systems, and personal 
traits—providing a holistic understanding that quantitative surveys 
might overlook.21

Research Design
To operationalize the qualitative approach, the study adopts a 

multiple case study design involving semi-structured interviews with 
15 professionals from diverse industries, including education, IT, 
finance, healthcare, and consulting. The case study method enables 
the exploration of  real-life phenomena within their contextual 
settings, making it ideal for studying hybrid work practices that differ 
across organizational cultures and sectors. Each participant serves as 
an individual “case” representing a unique context of  hybrid work 
experience. The multi-case design not only enhances the robustness 
of  findings through cross-case comparison but also improves the 
transferability of  insights by capturing variations across industry 
types, job functions, and organizational maturity levels about hybrid 
work adoption.22

Sampling Strategy
The study uses purposive sampling to ensure the selection of  

information-rich participants who are directly involved in hybrid 
work arrangements. Inclusion criteria require participants to have a 
minimum of  one year’s experience working in a hybrid setup, either 
in managerial or non-managerial roles. This criterion ensures that 
participants have had sufficient time to adjust to and reflect on their 
hybrid work experiences. The sampling strategy also aims for diversity 
in organizational size, sector, and geography to maximize variation 
in perspectives. Participants were identified through professional 
networks, industry forums, LinkedIn outreach, and referrals. This 
strategic selection enhances the credibility and contextual relevance 
of  the findings while allowing for exploration of  sector-specific 
hybrid challenges and solutions.23

Data Collection
Semi-structured interviews were used as the primary data 

collection method, offering both structure and flexibility. Each 
interview lasted between 45 to 60 minutes and was conducted 
virtually via Zoom or Microsoft Teams, accommodating participant 
preferences and geographical dispersion. The interview guide was 
carefully developed based on the conceptual model, covering four 
main themes: Hybrid Work Design Factors, Digital Communication 
Load, Organizational Support Mechanisms, and Individual Coping 
and Psychological Traits. In addition to core questions, the guide 
included open-ended prompts to elicit rich descriptions, examples, 
and emotional insights. This format enabled consistency across 
interviews while allowing participants to introduce new ideas and 
reflect on their lived experiences. All interviews were audio-recorded 
with participant consent and subsequently transcribed verbatim for 
analysis.24

Data Analysis
Data were analysed using thematic analysis, following the six-

phase framework proposed by Braun and Clarke25: (1) familiarization 
with the data, (2) generating initial codes, (3) searching for themes, 
(4) reviewing themes, (5) defining and naming themes, and (6) 
producing the report. A hybrid coding strategy was employed—
combining deductive coding based on the conceptual model and 
supporting theories, with inductive coding to capture emerging 
insights not previously conceptualized. NVivo 12 software facilitated 
the coding process, theme organization, and pattern recognition 
across interviews. Coding categories were aligned with the four 
independent variables and their sub-constructs. For instance, codes 
under “Digital Communication Load” included “meeting fatigue,” 
“platform switching,” and “constant responsiveness.” Data saturation 
was achieved by the 13th interview, with the final two interviews 
confirming established patterns and contributing minor refinements 
to existing themes.

Trustworthiness and Ethical Considerations
To ensure trustworthiness, the study adhered to the four 

criteria outlined by Lincoln and Guba26: credibility, dependability, 
transferability, and confirmability. Credibility was achieved through 
member checking, where a subset of  participants reviewed 

 
Table 1. NVivo Codebook Aligned to Conceptual Model.

Main Theme Sub-Codes

Hybrid Work Design Factors Location Flexibility, Schedule Autonomy, Role Clarity, Policy Transparency, Team 
Coordination

Digital Communication Load Email Overload, Meeting Fatigue, Platform Switching, Response Expectations, 
Multitasking Strain

Organizational Support Mechanisms Managerial Support, Peer Support, Wellness Programs, Ergonomic Tools, IT Helpdesk 
Responsiveness

Individual Coping and Psychological 
Traits

Resilience, Boundary Management, Emotional Regulation, Self-Efficacy, Autonomy 
Preference

Employee Experience in Hybrid Work Job Satisfaction, Digital Fatigue, Psychological Well-being, Engagement, Perceived 
Productivity



Archives of  Social Science   7

Subramanian Iyer S. The Psychology of  Hybrid Work: Understanding Employee Well-being, Productivity, and Digital 
Fatigue. Arch Soc Sci. 2025;1(1):1-10.

 
Table 2. Interview Summary Table.

Table 3. Thematic Hypotheses Support Table.

Participant 
ID Industry Role Years in Hybrid 

Work
Mode of  
Interview Key Insights Noted

P1 IT Managerial 2 Zoom High digital load, needs clearer policies

P2 Education Non-Managerial 1 MS Teams Struggles with boundaries and meeting 
fatigue

P3 Finance Managerial 3 Zoom Feels supported, values autonomy

P4 Healthcare Managerial 2 MS Teams Needs training and well-being support

P5 Consulting Non-Managerial 1.5 Zoom Resilient but overwhelmed by messaging 
apps

P6 IT Managerial 2 Zoom High digital load, needs clearer policies

P7 Education Non-Managerial 1 MS Teams Struggles with boundaries and meeting 
fatigue

P8 Finance Managerial 3 Zoom Feels supported, values autonomy

P9 Healthcare Managerial 2 MS Teams Needs training and well-being support

P10 Consulting Non-Managerial 1.5 Zoom Resilient but overwhelmed by messaging 
apps

P11 IT Managerial 2 Zoom High digital load, needs clearer policies

P12 Education Non-Managerial 1 MS Teams Struggles with boundaries and meeting 
fatigue

P13 Finance Managerial 3 Zoom Feels supported, values autonomy

P14 Healthcare Managerial 2 MS Teams Needs training and well-being support

P15 Consulting Non-Managerial 1.5 Zoom Resilient but overwhelmed by messaging 
apps

Theme Related 
Hypothesis Emergent Codes Support in 

Interviews Example Quotes

Hybrid Work Design 
Factors H1 Autonomy, Flexibility, 

Policy Clarity
Strong – 13/15 

participants
“Having flexible hours helps me 
focus better and avoid burnout.”

Digital Communication 
Load H2

Zoom Fatigue, Notification 
Pressure, Time 
Fragmentation

Strong – 14/15 
participants

“Back-to-back meetings leave 
no time to actually think or 

produce.”

Organizational Support 
Mechanisms H3 Peer Support, Wellness 

Access, IT Help
Moderate – 11/15 

participants

“My manager checks in weekly 
– that really helps me stay 

motivated.”

Individual Coping and 
Psychological Traits H4

Resilience, Emotional 
Regulation, Boundary 

Management

Moderate – 10/15 
participants

“I’ve learned to switch off  
notifications after 6 PM to 

protect my time.”

the researcher’s thematic interpretations to validate accuracy. 
Dependability was supported by maintaining a clear audit trail, 
documenting methodological decisions, coding processes, and 
revisions. Transferability was addressed through detailed contextual 
descriptions and diverse sampling. Confirmability was enhanced 

through peer debriefing with academic colleagues to reduce 
researcher bias. Ethical rigor was upheld throughout the study. 
Participants received clear informed consent forms, outlining their 
rights, data confidentiality, and the voluntary nature of  participation. 
All data were anonymized, securely stored in encrypted formats, 
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and used solely for academic purposes. Prior to data collection, the 
research protocol received ethical approval from the institutional 
review board of  the researcher’s affiliated university.

INTERPRETATION OF KEY FINDINGS
The thematic analysis provides strong qualitative validation for all 

four hypothesized relationships within the conceptual model. Hybrid 
Work Design Factors emerged as a dominant enabler of  positive 
employee experience, with the majority of  participants emphasizing 
the importance of  schedule flexibility, location autonomy, and policy 
clarity in improving focus, engagement, and work-life balance. 
Employees who experienced ambiguity in hybrid expectations 
reported confusion, role conflict, and reduced motivation.

Digital Communication Load was identified as the most critical 
stress-inducing factor. Nearly all participants described persistent 
meeting fatigue, message overload, and constant responsiveness 
expectations as major contributors to digital exhaustion and declining 
productivity. This confirms that digital overload functions as a distinct 
job demand that actively depletes cognitive and emotional resources.

Organizational Support Mechanisms were shown to operate as 
protective buffers. Participants who received consistent managerial 
support, mental wellness access, and effective IT infrastructure 
exhibited higher resilience, engagement, and organizational trust. In 
contrast, perceived absence of  support intensified stress reactions 
and disengagement.

Individual Coping and Psychological Traits played a significant 
moderating role. Employees with strong boundary management 
skills, emotional regulation, and digital self-discipline demonstrated 
greater adaptability and lower fatigue levels. Those with weak coping 
mechanisms reported higher stress, burnout symptoms, and difficulty 
sustaining performance.

Collectively, these findings confirm that employee experience in 
hybrid work is not driven by a single factor but by the interactive 
balance between job design, digital demands, institutional support, 
and personal psychological capacity.

PRACTICAL IMPLICATIONS
The findings of  this study offer several actionable implications 

for HR practitioners, organizational leaders, and public policymakers 
striving to optimize employee experience in hybrid work 
environments. One of  the most immediate implications is the need 
to design flexible hybrid work policies that balance autonomy with 
accountability. Organizations should clearly define expectations 
regarding work schedules, task ownership, in-office presence, and 
performance metrics, while allowing employees the flexibility to 
determine where and when they are most productive. This helps 
reduce ambiguity and enhances employees’ sense of  control and 
trust in the organization.

Secondly, the research underscores the importance of  rethinking 
digital communication practices. Many participants reported burnout 
and digital fatigue resulting from excessive meetings, real-time 
messaging, and platform switching. Organizations should develop 
communication protocols that reduce unnecessary meetings, 

promote asynchronous collaboration (such as recorded video updates 
or shared document review), and protect “deep work” time through 
meeting-free hours or focus days. By doing so, they can minimize 
cognitive overload and preserve employee energy and attention.

Third, comprehensive support systems must be institutionalized 
as standard components of  the hybrid workplace. These systems 
should include on-demand training for digital tools, access to mental 
health and wellness resources, ergonomic consultations for remote 
workstations, and structured onboarding for hybrid newcomers. 
When employees perceive that their organization actively supports 
their well-being and professional development, it reinforces a culture 
of  trust and psychological safety, which in turn enhances engagement 
and retention.

Finally, the study reveals a critical need to invest in employee 
resilience and digital literacy. Organizations must implement programs 
that not only train employees in using collaborative platforms and 
cybersecurity tools but also build their emotional and cognitive 
capacity to cope with change and uncertainty. Initiatives such as 
coaching, peer mentoring, mindfulness sessions, and personalized 
learning journeys can empower employees to adapt confidently 
and sustainably to hybrid work demands. By aligning organizational 
design, communication strategies, and support systems with the 
diverse needs and capabilities of  the workforce, firms can create 
human-centric, resilient, and future-ready hybrid ecosystems.27-30

CONCLUSION AND LIMITATIONS
This study offers a theoretically grounded and empirically 

validated framework for understanding the employee experience in 
hybrid work environments. Through the integration of  organizational, 
technological, and psychological factors, it demonstrates that 
successful hybrid work experiences are not merely a product of  
logistical convenience but of  deliberate strategic design. Key drivers 
include thoughtfully structured hybrid work policies, manageable 
digital communication practices, responsive organizational support 
mechanisms, and the psychological preparedness of  individual 
employees. Each of  these components interacts synergistically 
to shape employee well-being, engagement, satisfaction, and 
productivity in increasingly complex work landscapes.

The research findings emphasize that hybrid work is not a one-
size-fits-all model, but rather a context-sensitive arrangement that 
must be tailored to organizational cultures, team dynamics, job roles, 
and individual preferences. As the boundaries between home and 
office, personal and professional, and synchronous and asynchronous 
continue to blur, organizations must shift from rigid structures to 
flexible, empathetic, and inclusive systems that empower employees 
to thrive.

Despite its contributions, the study is subject to several limitations. 
First, the research adopts a qualitative design involving 15 expert 
interviews, which limits the generalizability of  the findings. While 
the sample was purposefully diverse in terms of  sectors and roles, 
the relatively small number restricts broad extrapolation. Second, the 
participants were self-selected professionals who may already possess 
a certain degree of  adaptability or interest in hybrid work, potentially 
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introducing selection bias. Third, the cross-sectional nature of  the 
data collection captures employee experiences at a specific point in 
time, which may not reflect longer-term adaptations or shifts due to 
organizational change or external factors.

Future research can address these limitations by adopting mixed-
method approaches that combine qualitative depth with quantitative 
breadth, enabling more robust testing of  the proposed model. 
Longitudinal studies can explore how hybrid work experiences evolve 
over time, particularly in response to policy changes, technological 
innovations, or global disruptions. Cross-cultural comparisons 
can also be valuable, especially given that attitudes toward work, 
autonomy, and digitalization vary widely across regions. Such 
expansions would enrich the theoretical understanding and practical 
relevance of  hybrid work models globally.

RECOMMENDATIONS
Based on the insights derived from this research, several 

targeted recommendations can be proposed to enhance hybrid work 
environments for organizations, employees, and policymakers.

For organizations, the foremost recommendation is to 
implement hybrid work policies that provide both autonomy and 
structure. Employees should have the flexibility to manage their 
location and schedule, but this flexibility must be framed within 
clear expectations about deliverables, communication norms, and 
collaboration schedules. Second, organizations must redefine digital 
communication cultures to combat overload. This includes reducing 
reliance on synchronous meetings, instituting meeting-free periods, 
and encouraging the use of  collaborative asynchronous platforms 
like shared documents and project boards.

Third, continuous professional development should focus 
on two domains: digital skills (e.g., platform proficiency, virtual 
collaboration) and psychological resilience (e.g., stress management, 
boundary-setting, emotional intelligence). Such training should 
be ongoing, personalized, and accessible to employees at all levels. 
Fourth, employee support systems must be integrated, accessible, and 
equitable. From IT support to mental health services, these offerings 
should be seamlessly embedded into the employee lifecycle—from 
onboarding to performance review—and tailored for both remote 
and on-site employees.

At the policy level, government and regulatory bodies should 
consider developing national guidelines or frameworks to support 
safe, inclusive, and effective hybrid work environments. This includes 
addressing digital inequality by ensuring access to reliable internet, 
affordable devices, and technical education. Mental health integration 
in workplace policies should also be prioritized, recognizing the 
growing psychological toll of  digitally mediated work. Moreover, 
governments can offer incentives to organizations that invest in well-
being, remote infrastructure, and skill-building programs as part of  
their workforce development agenda.

Finally, both organizational and policy initiatives should adopt 
a participatory design philosophy, actively involving employees in 
shaping hybrid work practices. Rather than top-down impositions, 
successful hybrid strategies should emerge through iterative dialogue, 

feedback loops, and shared governance. This inclusive approach 
ensures that hybrid systems remain responsive, sustainable, and 
aligned with the evolving needs of  a diverse workforce.

ACKNOWLEDGEMENTS
None.

FUNDING

The author declare that no funding was received for this article

CONFLICT OF INTEREST
No conflict of  interest declared.

REFERENCES 
1.	 Mahajan S, Pandey PK, Behera J, et al. Hybrid work models, metaverse 

integration, and talent management strategies: navigating post-
pandemic realities. Green Metaverse for Greener Economies. 2024:142-167.

2.	 Larson BZ. Remote and Hybrid Work: What Everyone Needs to Know. 
Oxford University Press; 2024.

3.	 Marsh E, Vallejos EP, Spence A. The digital workplace and its dark side: 
An integrative review. Computers in Human Behavior. 2022;128:107118.

4.	 Mazmanian M, Orlikowski WJ, Yates J. The autonomy paradox: The 
implications of  mobile email devices for knowledge professionals. 
Organization Science. 2013;24(5):1337–1357.

5.	 Barley SR, Meyerson DE, Grodal S. E-mail as a source and symbol of  
stress. Organization Science. 2011;22(4):887–906.

6.	 Van Steenbergen EF, van der Ven C, Peeters MCW, et al. Transitioning 
into self-employment: A diary study on the role of  autonomy and 
social support. Journal of  Occupational Health Psychology. 2018;23(4):487-
499.

7.	 John B, Alsamarra’I Z, Panteli N. Reconfiguring digital embeddedness 
in hybrid work. Information Systems Journal. 2025;35(2):450-479.

8.	 Hasyim H, Bakri M. Organizational transformation in adopting hybrid 
work models. Jurnal Manajemen Bisnis. 2024;11(2):1170-1182.

9.	 Ciftci MA. Development of  a method to increase the resilience of  hybrid work 
systems (human and robot) in the context of  human centricity-a contribution to 
Industry 5.0 (Doctoral dissertation, Stellenbosch University). 2024.

10.	 Allen TD, Golden TD, Shockley KM. How Effective Is 
Telecommuting? Assessing the Status of  Our Scientific Findings. 
Psychol Sci Public Interest. 2015;16(2):40-68.

11.	 Rothmann S, Cooper CL. Work and organizational psychology. 
Routledge; 2015.

12.	 Deci EL, Ryan RM. The “what” and “why” of  goal pursuits: Human 
needs and the self-determination of  behaviour. Psychological Inquir. 
2000;11(4):227–268.

13.	 Lim WM. The workforce revolution: Reimagining work, workers, and 
workplaces for the future. Global Business and Organizational Excellence. 
2023;42(4):5-10.

14.	 Gajendran RS, Harrison DA. The good, the bad, and the unknown 
about telecommuting: Meta-analysis of  psychological mediators 
and individual consequences. Journal of  Applied Psychology. 
2007;92(6):1524-1541.

15.	 Spivack AJ, Rubin BA. Work design and employee mental health: An 
analysis of  hybrid and remote work. Journal of  Organizational Psychology. 
2021;21(4):34-50.

https://www.taylorfrancis.com/chapters/edit/10.1201/9781032638188-9/hybrid-work-models-metaverse-integration-talent-management-strategies-samriti-mahajan-praveen-kumar-pandey-jhilli-behera-prashant-kumar-pandey-rashid-ali-beg
https://www.taylorfrancis.com/chapters/edit/10.1201/9781032638188-9/hybrid-work-models-metaverse-integration-talent-management-strategies-samriti-mahajan-praveen-kumar-pandey-jhilli-behera-prashant-kumar-pandey-rashid-ali-beg
https://www.taylorfrancis.com/chapters/edit/10.1201/9781032638188-9/hybrid-work-models-metaverse-integration-talent-management-strategies-samriti-mahajan-praveen-kumar-pandey-jhilli-behera-prashant-kumar-pandey-rashid-ali-beg
https://global.oup.com/academic/product/remote-and-hybrid-work-9780197684962?cc=in&lang=en&
https://global.oup.com/academic/product/remote-and-hybrid-work-9780197684962?cc=in&lang=en&
https://www.sciencedirect.com/science/article/pii/S0747563221004416
https://www.sciencedirect.com/science/article/pii/S0747563221004416
https://pubsonline.informs.org/doi/10.1287/orsc.1120.0806
https://pubsonline.informs.org/doi/10.1287/orsc.1120.0806
https://pubsonline.informs.org/doi/10.1287/orsc.1120.0806
https://www.researchgate.net/publication/220520979_E-Mail_as_a_Source_and_Symbol_of_Stress
https://www.researchgate.net/publication/220520979_E-Mail_as_a_Source_and_Symbol_of_Stress
https://onlinelibrary.wiley.com/doi/10.1111/isj.12545
https://onlinelibrary.wiley.com/doi/10.1111/isj.12545
https://jurnal.fe.umi.ac.id/index.php/JMB/article/view/806
https://jurnal.fe.umi.ac.id/index.php/JMB/article/view/806
https://scholar.sun.ac.za/server/api/core/bitstreams/ef2d636a-6bb9-47e8-9b37-47b946cca74b/content
https://scholar.sun.ac.za/server/api/core/bitstreams/ef2d636a-6bb9-47e8-9b37-47b946cca74b/content
https://scholar.sun.ac.za/server/api/core/bitstreams/ef2d636a-6bb9-47e8-9b37-47b946cca74b/content
https://pubmed.ncbi.nlm.nih.gov/26403188/
https://pubmed.ncbi.nlm.nih.gov/26403188/
https://pubmed.ncbi.nlm.nih.gov/26403188/
https://www.routledge.com/Work-and-Organizational-Psychology/Rothmann-Cooper/p/book/9781032064918
https://www.routledge.com/Work-and-Organizational-Psychology/Rothmann-Cooper/p/book/9781032064918
https://www.tandfonline.com/doi/abs/10.1207/S15327965PLI1104_01
https://www.tandfonline.com/doi/abs/10.1207/S15327965PLI1104_01
https://www.tandfonline.com/doi/abs/10.1207/S15327965PLI1104_01
https://onlinelibrary.wiley.com/doi/full/10.1002/joe.22218
https://onlinelibrary.wiley.com/doi/full/10.1002/joe.22218
https://onlinelibrary.wiley.com/doi/full/10.1002/joe.22218
https://www.apa.org/pubs/journals/releases/apl-9261524.pdf
https://www.apa.org/pubs/journals/releases/apl-9261524.pdf
https://www.apa.org/pubs/journals/releases/apl-9261524.pdf
https://www.apa.org/pubs/journals/releases/apl-9261524.pdf


Archives of  Social Science   10

Subramanian Iyer S. The Psychology of  Hybrid Work: Understanding Employee Well-being, Productivity, and Digital 
Fatigue. Arch Soc Sci. 2025;1(1):1-10.

16.	 Eisenberger R, Huntington R, Hutchison S, et al. Perceived 
organizational support. Journal of  Applied Psychology. 
1986;71(3):500-507.

17.	 Bakker AB, Demerouti E. The Job Demands-Resources model: State 
of  the art. Journal of  Managerial Psychology. 2007;22(3):309-328.

18.	 Hobfoll SE. Conservation of  resources: A new attempt at 
conceptualizing stress. American Psychologist. 1989;44(3):513–524.

19.	 Ahmad M, Wilkins S. Purposive sampling in qualitative research: A 
framework for the entire journey. Quality & Quantity. 2024;59:1461-
1479.

20.	 Bao K. Qualitative and quantitative approaches. In: Applied Linguistics 
and Language Education Research Methods: Fundamentals and Innovations. 
IGI Global; 2024:29-40.

21.	 Oliver P. Using qualitative methods to answer your research question. McGraw-
Hill Education (UK); 2021.

22.	 McClean S, Shortt H, von Bülow C, et al. Curating salutogenic spaces 
in post-pandemic hybrid work environments: A photo-elicitation 
qualitative study. Wellbeing, Space and Society. 2024;6:100204.

23.	 Emon MMH, Khan T. The transformative role of  Industry 4.0 in 
supply chains: Exploring digital integration and innovation in the 
manufacturing enterprises. Journal of  Open Innovation: Technology, Market, 
and Complexity. 2025;11(2):100516.

24.	 Saglam Y. Which Data Gathering Method is Superior: An Open-
Ended Questionnaire or a Semi-Structured Interview?.  International 
Journal on Studies in Education (IJonSE). 2024;6(3):375-386.

25.	 Braun V, Clarke V. Using thematic analysis in psychology. Qualitative 
Research in Psychology. 2006;3(2):77-101.

26.	 Lincoln YS, Guba EG. Naturalistic inquiry. Sage Publications; 1985.
27.	 Hassim AA, Abd Manaf  S, Shamsudin MF. Underpinning Theory Key 

Concepts, Practical Applications, and Future Prospects.  Asia Pacific 
Journal of  Social Science Research. 2024;9(1):32-47.

28.	 Saunders M, Lewis P, Thornhill A. Research methods for business 
students (8th ed.). Pearson Education Limited; 2019.

29.	 Jooss S, McDonnell A, Conroy K. Flexible global working 
arrangements: An integrative review and future research agenda. 
Human Resource Management Review. 2021;31(4):100780.

30.	 van Steenbergen EF, Ellemers N, Mooijaart A. How work and family 
can facilitate each other: distinct types of  work-family facilitation and 
outcomes for women and men. J Occup Health Psychol. 2007;12(3):279-
300.

https://psycnet.apa.org/record/1986-31507-001
https://psycnet.apa.org/record/1986-31507-001
https://psycnet.apa.org/record/1986-31507-001
https://www.emerald.com/jmp/article-abstract/22/3/309/236386/The-Job-Demands-Resources-model-state-of-the-art?redirectedFrom=fulltext
https://www.emerald.com/jmp/article-abstract/22/3/309/236386/The-Job-Demands-Resources-model-state-of-the-art?redirectedFrom=fulltext
https://psycnet.apa.org/record/1989-29399-001
https://psycnet.apa.org/record/1989-29399-001
https://link.springer.com/article/10.1007/s11135-024-02022-5
https://link.springer.com/article/10.1007/s11135-024-02022-5
https://link.springer.com/article/10.1007/s11135-024-02022-5
https://www.amazon.in/Applied-Linguistics-Language-Education-Research/dp/B0D3TCPMH9
https://www.amazon.in/Applied-Linguistics-Language-Education-Research/dp/B0D3TCPMH9
https://www.amazon.in/Applied-Linguistics-Language-Education-Research/dp/B0D3TCPMH9
https://search.library.ucla.edu/discovery/fulldisplay?docid=alma9996847405906533&context=L&vid=01UCS_LAL:UCLA&lang=en&adaptor=Local%20Search%20Engine&tab=LibraryCatalog&query=sub,exact,Sciences%20sociales%20--%20Recherche%20--%20Me%CC%81thodologie,AND&mode=advanced&offset=0
https://search.library.ucla.edu/discovery/fulldisplay?docid=alma9996847405906533&context=L&vid=01UCS_LAL:UCLA&lang=en&adaptor=Local%20Search%20Engine&tab=LibraryCatalog&query=sub,exact,Sciences%20sociales%20--%20Recherche%20--%20Me%CC%81thodologie,AND&mode=advanced&offset=0
https://www.sciencedirect.com/science/article/pii/S2666558124000228
https://www.sciencedirect.com/science/article/pii/S2666558124000228
https://www.sciencedirect.com/science/article/pii/S2666558124000228
https://www.sciencedirect.com/science/article/pii/S2199853125000514
https://www.sciencedirect.com/science/article/pii/S2199853125000514
https://www.sciencedirect.com/science/article/pii/S2199853125000514
https://www.sciencedirect.com/science/article/pii/S2199853125000514
https://www.researchgate.net/publication/383127684_Which_Data_Gathering_Method_is_Superior_An_Open-Ended_Questionnaire_or_a_Semi-Structured_Interview
https://www.researchgate.net/publication/383127684_Which_Data_Gathering_Method_is_Superior_An_Open-Ended_Questionnaire_or_a_Semi-Structured_Interview
https://www.researchgate.net/publication/383127684_Which_Data_Gathering_Method_is_Superior_An_Open-Ended_Questionnaire_or_a_Semi-Structured_Interview
https://www.tandfonline.com/doi/abs/10.1191/1478088706qp063oa
https://www.tandfonline.com/doi/abs/10.1191/1478088706qp063oa
https://uk.sagepub.com/en-gb/eur/naturalistic-inquiry/book842
https://abrn.asia/ojs/index.php/apjssr/article/view/158
https://abrn.asia/ojs/index.php/apjssr/article/view/158
https://abrn.asia/ojs/index.php/apjssr/article/view/158
https://www.researchgate.net/publication/240218229_Research_Methods_for_Business_Students
https://www.researchgate.net/publication/240218229_Research_Methods_for_Business_Students
https://www.sciencedirect.com/science/article/pii/S105348222030053X?via%3Dihub
https://www.sciencedirect.com/science/article/pii/S105348222030053X?via%3Dihub
https://www.sciencedirect.com/science/article/pii/S105348222030053X?via%3Dihub
https://pubmed.ncbi.nlm.nih.gov/17638494/
https://pubmed.ncbi.nlm.nih.gov/17638494/
https://pubmed.ncbi.nlm.nih.gov/17638494/
https://pubmed.ncbi.nlm.nih.gov/17638494/

	Abstract  
	Introduction  
	Background  
	Research Scope 
	Research Questions 
	Research Objectives 

	Literature Review 
	Dependent Variable: Employee Experience in Hybrid Work 
	Independent Variable 1: Hybrid Work Design Factors 
	Independent Variable 2: Digital Communication Load 
	Independent Variable 3: Organizational Support Mechanisms 
	Literature Gap and Conceptual Model Development 

	Hypotheses  
	Research Methodology 
	Research Philosophy 
	Research Approach 
	Research Design 
	Sampling Strategy 
	Data Collection 
	Data Analysis 
	Trustworthiness and Ethical Considerations 

	Interpretation of Key Findings 
	Practical Implications 
	Conclusion and Limitations 
	Recommendations 
	Acknowledgements 
	References  

