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ABSTRACT

The COVID-19 pandemic has accelerated the transition to hybrid work, encouraging adaptability and
efficiency across a range of generational groups. This study proposes a conceptual framework to
examine the complex relationship between hybrid work arrangements, employee engagement,
commitment, and performance among Indonesian Gen Z and Millennials. This study posits that hybrid
work arrangements promote work-life balance and productivity but may lower performance due to
social isolation and lower work engagement. The model highlights the dual-edge nature of this work
model and the necessity of efficient HR policies to improve performance and retention in hybrid
settings.
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INTRODUCTION

The COVID-19 pandemic has accelerated the global adoption of hybrid work. This model
remains popular post pandemic due to its impact on employee flexibility, well-being, and
productivity. For organizations, hybrid work is also beneficial in terms of cost efficiency and
broader access to talent. However, this work model blurs the boundaries between work
and home, and the lack of direct interaction with colleagues and supervisors can reduce
engagement and affective commitment, leading to a decline in performance. Some
organizations have responded by implementing return-to-office (RTO) policies, but this
could drive away key talents, especially high-performing workers, women, and younger
generations. The lack of in-depth understanding and empirical evidence regarding the
relationship between hybrid work, engagement, commitment, and performance is a
significant gap in current policy practices.

Hybrid work contexts present both benefits and drawbacks of remote and in-office work.
Hybrid work settings result in stronger relationships between work absorption and
organizational identification compared to onsite work (Uru et al., 2022).0On the one side,
the remote component of hybrid work contributes to an increase in productivity, autonomy,
empowerment, flexibility (Bloom et al., 2024), and work—life balance (Eng et al., 2024). But
on the other side, hybrid work may lead to social isolation, workaholism, and technostress
(Molino et al., 2020; Zito et al., 2021).

Due to the abovementioned negative impacts, some organizations have issued return-to-
office (RTO) mandates. These mandates, however, have actually pushed employees to
look for other jobs (Future Forum, 2023), especially high-performing workers, women, and
Millennials (Baker & Weinberger, 2024). Ultimately, this scenario will (a) increase turnover
intention, retention, and recruitment costs, and (b) decrease worker satisfaction,
productivity, competitiveness, and organizational performance (Baker & Weinberger, 2024;
Ding & Ma, 2024; Elliott, 2024). RTO mandates arise from a lack of understanding and
empirical evidence regarding the nexus of engagement, commitment, and performance in
the context of hybrid work (Alshibly & and Alzubi, 2022; Nagshbandi et al., 2025). Better
job satisfaction and performance are associated with strong employee engagement,
indicating that hybrid work can dynamically balance productivity and personal well-being
(Boccoli et al., 2023).

This research considers the benefits and drawbacks of hybrid work in terms of its impact
on employee performance (Ingusci et al., 2023). Previous studies have mostly focused on
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the positive aspects of hybrid work, particularly in terms of flexibility and autonomy, while
the negative aspects have been less explored (Lauring & Jonasson, 2025; Nagshbandi et
al., 2025). This research considers hybrid work as a dynamic work model with various
modalities and dimensions in terms of mode, location, and time, each of which affects work
outcomes differently (Lauring & Jonasson, 2025; Vartiainen & Vanharanta, 2024). This
study responds to previous research recommendations regarding the need to examine the
impact of hybrid work on individual performance dimensions (Nagshbandi et al., 2025).
Previous studies measured worker performance as task performance, without considering
contextual performance dimensions and counterproductive work behaviors (Koopmans et
al., 2014). Empirical evidence regarding the effects of gender and generation in a
collectivist culture such as Indonesia is still limited. Traditional gender roles in collectivist
cultures remain dominant, so the negative effects of hybrid work will be more pronounced
for women (Aksoy et al.,, 2023, 2025). Similarly, differences may occur between
generations due to differences in characteristics, expectations, preferences, and
responsibilities (Osorio & Madero, 2025; Yacine & Karjaluoto, 2022).

This research proposes a model that can be useful for the formulation of human resource
management policies in the public and private sectors by identifying how engagement and
commitment explain the impact of hybrid work on performance. This is important
considering that the appropriate hybrid work policy can increase employee retention and
productivity, thereby reducing the burden of employee recruitment and training (Bloom et
al., 2024). Conversely, poorly managed hybrid work can result in losses for management.

LITERATURE REVIEW

Employee performance is greatly impacted by the hybrid work style since it increases
dedication and engagement. Flexible working arrangements, like hybrid arrangements,
have been shown to promote positive psychological states, which in turn boost work
engagement and organizational affiliation. Hybrid work is a flexible work model that allows
employees to divide their time between working from home (or any other location) and
working from real office (Lauring & Jonasson, 2025). This model balances the benefits of
direct collaboration and the flexibility of remote work. It offers both advantages and
challenges. Remote work can increase focus due to reduced commute time and fewer
interruptions (Toscano et al., 2025). From an organizational perspective, the hybrid work
model can increase workplace attractiveness and improve employee retention rates
(Bloom et al., 2024). Although remote work provides greater flexibility and autonomy, it is
also associated with increased work stress and feelings of isolation in some employees
(Prasad et al., 2023; Van Zoonen & and Sivunen, 2022). Feelings of isolation or
disengagement are particularly experienced by employees who work primarily remotely
without adequate organizational support (Stasita-Sieradzka et al., 2023). Organizations
thus need to re-examine traditional working relationships and consider the impact of
flexibility on employee engagement and well-being by developing robust management
strategies to address the complexities of coordinating remote and office-based employees
(Wheatley et al., 2024).

In addition, to create an inclusive hybrid work environment, gender dynamics must also be
taken into account. The effectiveness of hybrid work systems can vary depending on
gender. In various contexts, women tend to experience higher levels of work-family conflict
than men (Yucel & and Chung, 2023). Addressing this imbalance is essential to ensuring
fair hybrid work experience and promoting engagement and productivity for all employees.

Work Engagement

Hybrid work enhances employee engagement by providing flexibility. Employees report
higher levels of vigor, dedication, and absorption in hybrid settings (Uru et al., 2022).
Engagement is crucial for sustaining job satisfaction and performance, especially in a
hybrid context (Boccoli et al., 2023). Work engagement plays an important role in improving
individual performance across various sectors, demonstrating a close relationship between
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employee engagement and productivity. Work engagement significantly predicts individual
performance, indicating that managing this variable is crucial for improving employee
output (Jindain & Gilitwala, 2024). A similar positive relationship between work engagement
and individual performance was also found in the context of remote work (Korsakiené et
al., 2024). Proactive behavior in managing remote work processes positively correlates
with higher engagement levels, which in turn improves performance outcomes (Korsakiené
et al., 2024). Employee engagement and participation in remote work are essential for
achieving positive results in organizational performance (Blumberga & Lapkovska, 2021).
Engagement levels determine how effectively employees perform their roles without the
structure of a traditional office environment, allowing productivity to be maintained or even
improved. However, women in the context of remote work show lower levels of engagement
and work passion, which is caused by the double burden of accumulated domestic work
(Hajjami & Crocco, 2024).

Affective Commitment

Affective commitment refers to the emotional attachment and identification that an
employee has toward their organization. The mechanism by which affective commitment
contributes to performance is generally indirect. For example, perceptions of organizational
support can significantly strengthen affective commitment, which ultimately improves
employee performance. Affective commitment has been shown to mediate some of the
effects of work-life balance on individual performance. Positive experiences related to
work-life balance strengthen affective commitment and result in better performance
(Saputra & Anak Agung Ngurah Oka Suryadinatha, 2024). When employees feel supported
by their organization, they tend to have stronger emotional attachment, which has a positive
impact on their work performance (Tjahjono et al., 2020). Strategies such as team building
activities can encourage interactions that strengthen emotional attachment to the
organization (Wang et al., 2020).

Perceived organizational and supervisor support are critical in fostering this commitment,
particularly through effective newcomer adjustment processes (Mazzei et al.,, 2023).
Additionally, affective commitment serves as a mediator in the relationship between high-
performance work systems and learning orientation, demonstrating its significance in
hybrid environments (Yadav et al., 2023). Employee emotional attachment, particularly
through mid-level psychological bonds, will improve their ability to cope with the
complexities of hybrid organizations, indicating that emotional commitment is essential for
successfully managing the demands of such environments (Svenningsen & Boxenbaum,
2015).

Flexible working models correlate with affective commitment and performance. Affective
commitment to superiors and organizations correlates positively with work performance,
especially in remote work structures that limit direct interaction (Celik et al., 2021). Affective
commitment also acts as a protective factor against negative experiences in the workplace,
such as social isolation, which is often felt by remote workers. New employees in hybrid
work arrangements face the challenge of social isolation in the workplace, which can hinder
their affective commitment and negatively impact performance (Mazzei et al., 2023). While
hybrid work has shown positive effects on engagement and commitment, it is essential to
consider potential challenges, such as the risk of burnout and the need for organizational
support to maintain employee well-being (Wahab et al., 2020).

Gender and generational differences also influence perceptions of organizational
commitment and work performance. Women tend to show stronger affective commitment,
which is based on emotional involvement and personal closeness to their work (Ahmad et
al., 2023). However, in the context of remote work, women may feel more isolated due to
their family roles and inherent social expectations, thereby reducing their level of affective
commitment (Coban, 2022). Meanwhile, younger generations generally value flexibility
more and view it as an important factor in achieving job satisfaction and engagement
(Ciarniene & Vienazindiene, 2018). However, these benefits can be reduced by the
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pressures that accompany remote work and differences in expectations regarding flexibility
and engagement in work (Lub et al., 2016).

Performance

Individual performance is divided into task performance, contextual performance, and
counterproductive behavior (Koopmans et al., 2014). Task performance refers to the
effectiveness of employees in completing tasks directly related to their work, while
contextual performance includes behaviors that support the organizational environment,
such as teamwork and compliance with norms. In remote work models, there is a positive
relationship between perceptions of autonomy and task and contextual performance
(Gajendran et al., 2015). Employees need not only task-based resources but also social
interactions that help them internalize their roles, thereby improving their performance in
those roles (Lamovs3ek et al., 2025). Conversely, challenges of remote work, such as social
isolation and lack of direct support from supervisors, can hinder both task and contextual
performance. Workers who lack self-discipline face greater difficulties in maintaining high
performance while working remotely, indicating that not all employees are suited to this
type of work scenario (Wang et al., 2021). This emphasizes the importance of organizations
assessing individuals' readiness and suitability for remote work arrangements in order to
maximize performance.

Hybrid work models offer flexibility and improved work-life balance, but it can also lead to
challenges that may foster counterproductive work behaviors. The relationship between
counterproductive performance and hybrid work is complex, influenced by factors such as
employee well-being, workplace relationships, and personality traits. Hybrid work
arrangements can enhance job satisfaction and reduce burnout, particularly for certain
demographics, such as minority men (Fan & Moen, 2023). But on the other side, hybrid
work can also weaken workplace relationships as employees may feel disconnected from
their teams, which are crucial for knowledge sharing and collaboration and feelings of
isolation (Keppler & Leonardi, 2023).

In hybrid settings, where interpersonal interactions are limited, narcissistic individuals may
exhibit more counterproductive behaviors due to reduced accountability. Narcissism,
particularly when both explicit and implicit, has been linked to higher levels of
counterproductive work behavior (Fatfouta & Schwarzinger, 2024).

Task performance

/ Work Engagement
Hybrid Work Contextual

performance

Affective commitment

Counterproductive
work behavior

Figure 1. Research Model
Source: Autor (2025)

HYPOTHESIS

H1a—c: Hybrid work benefits have a significant effect on (a) task performance, (b)
contextual performance, and (c) counterproductive work behavior.

H2a—c: Hybrid work disadvantages have a significant effect on (a) task performance, (b)
contextual performance, and (c) counterproductive work behavior.
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H3a—c: Work engagement mediates the relationship between hybrid work benefits and (a)
task performance, (b) contextual performance, and (c) counterproductive work
behavior

H4a—c: Affective commitment mediates the relationship between hybrid work benefits and
(a) task performance task performance, (b) contextual performance, and (c)
counterproductive work behavior

H5a-c: Work engagement mediates the relationship between hybrid work disadvantages
and (a) task performance, (b) contextual performance, and (c) counterproductive
work behavior

H6a-c: Affective commitment mediates the relationship between hybrid work
disadvantages and (a) task performance task performance, (b) contextual
performance, and (c) counterproductive work behavior

METHODS

This study will use a quantitative survey design, in which primary data is collected using a
survey as an instrument. Respondents consisted of hybrid workers in Indonesia from the
Millennial and Gen Z generations. According to GPower device computation (Faul et al.,
2009), the minimum number of respondents was 114. However, data will be collected from
200 respondents to mitigate bias and non-response. The sample will be collected randomly
from the population. The quantitative data will then be examined using regression and
comparison analysis.

Questionnaire will be used for data collection, and adapted from previous studies. Hybrid
Work benefits and disadvantages were measured using the Remote Working Benefits &
Disadvantages Scale (Ingusci et al., 2023), which consists of two dimensions: 7 items for
hybrid work benefits and 7 items for hybrid work disadvantages. The items on this scale
consist of factors that are agreed to be benefits (e.g., autonomy) and disadvantages (e.g.,
isolation) of hybrid work.

Engagement measured using the Ultra-Short Work Engagement Scale (UWES-3), which
consists of three indicators representing three dimensions: vigor, dedication, and
absorption (Schaufeli et al., 2019). Affective commitment used to measure the level of
workers' attachment to their organization, by Affective Commitment Scale (ACS) which
consists of eight items (Allen & Meyer, 1990). Individual performance is measured using
the Individual Work Performance Questionnaire (IWPQ) scale, which measures three
dimensions of performance: task, contextual, and counterproductive (Koopmans et al.,
2014). This scale consists of 18 items.

CONCLUSION

This study presents a conceptual framework of hybrid work benefits and disadvantages in
terms of its impact on employee performance, specifically task performance, contextual
performance, and counterproductive performance. Flexible working arrangements like
hybrid work have been shown to promote positive psychological states, which in turn boost
work engagement and organizational affiliation. Perceptions of organizational support can
significantly strengthen affective commitment, which ultimately improves employee
performance. The conceptual framework and result of the study are reported in separate
study. This research proposes a model that can be useful for the formulation of human
resource management policies in the public and private sectors by identifying how
engagement and commitment explain the impact of hybrid work on performance. This is
important considering that the appropriate hybrid work policy can increase employee
retention and productivity. Conversely, poorly managed hybrid work can result in losses for
management.

International Conference of Islamic Economics and Business 11th 2025 | 1479



ICONIES

ERMATIONAL CONFERENCE OF

Zhafira et al.: Engaged and Committed In The Hybrid Era:... LN NG s

ACKNOLEDGMENT

This study is funded by the Internal Research Grant of Universitas Teuku Umar
No.106/UN59.L1/AL.04/PL/2025.

REFERENCES

Ahmad, M. F., Safwan, N. S. Z., Salamuddin, N., Surat, S., Basar, A., Hussain, R. N. J. R,,
Rajli, M. A., Lamat, S. A., Azemi, M. A,, Hassan, M. H., Nazuri, N. S., & Suhaimi,
S. S. A. (2023). Gender Differences in Organizational Commitment. Journal of Law
and Sustainable Development, 11(8), e518.
https://doi.org/10.55908/sdgs.v11i8.518

Aksoy, C. G., Barrero, J. M., Bloom, N., Davis, S. J., Dolls, M., & Zarate, P. (2023). Working
from Home Around the Globe: 2023 Report. https://wfhresearch.com/wp-
content/uploads/2024/03/Global-Working-from-Home-2023_updated.pdf

Aksoy, C. G., Barrero, J. M., Bloom, N., Davis, S. J., Dolls, M., & Zarate, P. (2025). Working
from Home in 2025; Five Key Facts.
https://siepr.stanford.edu/publications/essay/working-home-2025-five-key-facts

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of
Occupational ~ Psychology, 63(1), 1-18.  https://doi.org/10.1111/j.2044-
8325.1990.tb00506.x

Alshibly, H. H., & and Alzubi, K. N. (2022). Unlock the black box of remote e-working
effectiveness and e-HRM practices effect on organizational commitment. Cogent
Business & Management, 9(1), 2153546.
https://doi.org/10.1080/23311975.2022.2153546

Baker, M., & Weinberger, G. (2024). Gartner HR Research Finds High-Performers,
Women, Millennials Are Greatest Flight Risks When Strict Return to Office
Mandates Are Implemented. Gartner.
https://www.gartner.com/en/newsroom/press-releases/2024-01-30-gartner-hr-
research-finds-high-performers-women-millennials-are-greatest-flight-risks

Bloom, N., Han, R., & Liang, J. (2024). Hybrid working from home improves retention
without damaging performance. Nature, 630(8018), 920-925.
https://doi.org/10.1038/s41586-024-07500-2

Blumberga, S., & Lapkovska, L. (2021). Engagement and involvement of personnel during
remote work. Proceedings of CBU in Social Sciences, 2, 48-56.
https://doi.org/10.12955/pss.v2.201

Boccoli, G., Gastaldi, L., & Corso, M. (2023). The evolution of employee engagement:
Towards a social and contextual construct for balancing individual performance
and wellbeing dynamically. International Journal of Management Reviews, 25(1),
75-98. https://doi.org/https://doi.org/10.1111/ijmr.12304

Celik, A. A, Kilig, M., Altindag, E., Ongel, V., & Giinsel, A. (2021). Does the Reflection of
Foci of Commitment in Job Performance Weaken as Generations Get Younger? A
Comparison between Gen X and Gen Y Employees. Sustainability, 13(16), 9271.
https://www.mdpi.com/2071-1050/13/16/9271

Ciarniene, R., & Vienazindiene, M. (2018). Flexible work arrangements from generation
and gender perspectives: Evidence from Lithuania. Engineering Economics, 29(1),
84-92.

Coban, S. (2022). Gender and telework: Work and family experiences of teleworking
professional, middle-class, married women with children during the Covid-19
pandemic in Turkey. Gender, Work & Organization, 29(1), 241-255.
https://doi.org/https://doi.org/10.1111/gwao.12684

Ding, Y., & Ma, M. (2024). Return-to-Office Mandates. Academy of Management
Proceedings, 2024(1), 21245.
https://doi.org/10.5465/AMPROC.2024.21245abstract

International Conference of Islamic Economics and Business 11th 2025 | 1480


https://doi.org/10.55908/sdgs.v11i8.518
https://wfhresearch.com/wp-content/uploads/2024/03/Global-Working-from-Home-2023_updated.pdf
https://wfhresearch.com/wp-content/uploads/2024/03/Global-Working-from-Home-2023_updated.pdf
https://siepr.stanford.edu/publications/essay/working-home-2025-five-key-facts
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1080/23311975.2022.2153546
https://www.gartner.com/en/newsroom/press-releases/2024-01-30-gartner-hr-research-finds-high-performers-women-millennials-are-greatest-flight-risks
https://www.gartner.com/en/newsroom/press-releases/2024-01-30-gartner-hr-research-finds-high-performers-women-millennials-are-greatest-flight-risks
https://doi.org/10.1038/s41586-024-07500-2
https://doi.org/10.12955/pss.v2.201
https://doi.org/https:/doi.org/10.1111/ijmr.12304
https://www.mdpi.com/2071-1050/13/16/9271
https://doi.org/https:/doi.org/10.1111/gwao.12684
https://doi.org/10.5465/AMPROC.2024.21245abstract

ICENIES

ERMATIONAL CONFERENCE OF

Zhafira et al.: Engaged and Committed In The Hybrid Era:... LN NG & s

Elliott, B. (2024). Return-to-office mandates: How to lose your best performers. MIT Sloan
Management Review, 65(4), 80-82. https://sloanreview.mit.edu/article/return-to-
office-mandates-how-to-lose-your-best-performers/

Eng, I., Michaela, T., & and Champoux-Larsson, M.-F. (2024). Hybrid workers describe
aspects that promote effectiveness, work engagement, work-life balance, and
health. Cogent Psychology, 11(1), 2362535.
https://doi.org/10.1080/23311908.2024.2362535

Fan, W., & Moen, P. (2023). Ongoing Remote Work, Returning to Working at Work, or in
between during COVID-19: What Promotes Subjective Well-Being? Journal of
Health and Social Behavior, 64(1), 152-171.
https://doi.org/10.1177/00221465221150283

Fatfouta, R., & Schwarzinger, D. (2024). A toxic mix: Explicit and implicit narcissism and
counterproductive work behavior. Applied Psychology, 73(2), 863-876.
https://doi.org/https://doi.org/10.1111/apps.12482

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyses using
G*Power 3.1: Tests for correlation and regression analyses. Behavior Research
Methods, 41(4), 1149-1160. https://doi.org/10.3758/BRM.41.4.1149

Future Forum. (2023). Future Forum Pulse. https://futureforum.com/research/future-forum-
pulse-winter-2022-2023-snapshot/

Gajendran, R. S., Harrison, D. A., & Delaney-Klinger, K. (2015). Are Telecommuters
Remotely Good Citizens? Unpacking Telecommuting's Effects on Performance Via
I-Deals and Job Resources. Personnel Psychology, 68(2), 353-393.
https://doi.org/https://doi.org/10.1111/peps.12082

Hajjami, O., & Crocco, O. S. (2024). Evolving approaches to employee engagement:
comparing antecedents in remote work and traditional workplaces. European
Journal of Training and Development, 48(3/4), 375-392.
https://doi.org/10.1108/EJTD-10-2022-0103

Ingusci, E., Signore, F., Cortese, C. G., Molino, M., Pasca, P., & Ciavolino, E. (2023).
Development and validation of the Remote Working Benefits & Disadvantages
scale. Quality & Quantity, 57(2), 1159-1183. https://doi.org/10.1007/s11135-022-
01364-2

Jindain, C., & Gilitwala, B. (2024). The factors impacting the intermediating variable of
employee engagement toward employee performance in a hybrid working model.
Rajagiri Management Journal, 18(2), 167-179. https://doi.org/10.1108/RAMJ-08-
2023-0237

Keppler, S. M., & Leonardi, P. M. (2023). Building relational confidence in remote and
hybrid work arrangements: novel ways to use digital technologies to foster
knowledge sharing. Journal of Computer-Mediated Communication, 28(4),
zmad020. https://doi.org/10.1093/jcmc/zmad020

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., van Buuren, S., van der Beek, A. J.,
& de Vet, H. C. (2014). Improving the Individual Work Performance Questionnaire
using Rasch analysis. J Appl Meas, 15(2), 160-175.

Korsakiené, R., Stankeviciene, A., & Nawal, A. (2024). Work engagement and individual
performance of teachers: The role of job demands and job resources. Problems
and Perspectives in Management, 22(3), 528-541.
https://doi.org/http://dx.doi.org/10.21511/ppm.22(3).2024.40

Lamovsek, A., Radevi¢, |, Mohammed, S. S., & Cerne, M. (2025). Beyond the office walls:
Work design configurations for task performance across on-site, hybrid and remote
forms of work. Information  Systems  Journal, 35(1), 279-321.
https://doi.org/https://doi.org/10.1111/isj.12542

Lauring, J., & Jonasson, C. (2025). What is hybrid work? Towards greater conceptual clarity
of a common term and understanding its consequences. Human Resource
Management Review, 35(1), 101044.
https://doi.org/https://doi.org/10.1016/j.hrmr.2024.101044

Lub, X. D., Matthijs, B. P., J., B. R., & and Schalk, R. (2016). One job, one deal...or not: do
generations respond differently to psychological contract fulfilment? The

International Conference of Islamic Economics and Business 11th 2025 | 1481


https://sloanreview.mit.edu/article/return-to-office-mandates-how-to-lose-your-best-performers/
https://sloanreview.mit.edu/article/return-to-office-mandates-how-to-lose-your-best-performers/
https://doi.org/10.1080/23311908.2024.2362535
https://doi.org/10.1177/00221465221150283
https://doi.org/https:/doi.org/10.1111/apps.12482
https://doi.org/10.3758/BRM.41.4.1149
https://futureforum.com/research/future-forum-pulse-winter-2022-2023-snapshot/
https://futureforum.com/research/future-forum-pulse-winter-2022-2023-snapshot/
https://doi.org/https:/doi.org/10.1111/peps.12082
https://doi.org/10.1108/EJTD-10-2022-0103
https://doi.org/10.1007/s11135-022-01364-2
https://doi.org/10.1007/s11135-022-01364-2
https://doi.org/10.1108/RAMJ-08-2023-0237
https://doi.org/10.1108/RAMJ-08-2023-0237
https://doi.org/10.1093/jcmc/zmad020
https://doi.org/http:/dx.doi.org/10.21511/ppm.22(3).2024.40
https://doi.org/https:/doi.org/10.1111/isj.12542
https://doi.org/https:/doi.org/10.1016/j.hrmr.2024.101044

ICONIES

ERMATIONAL CONFERENCE OF

Zhafira et al.: Engaged and Committed In The Hybrid Era:... LN NG s

International Journal of Human Resource Management, 27(6), 653-680.
https://doi.org/10.1080/09585192.2015.1035304

Mazzei, A., Ravazzani, S., Butera, A., Conti, S., & Fisichella, C. (2023). The affective
commitment of newcomers in hybrid work contexts: A study on enhancing and
inhibiting factors and the mediating role of newcomer adjustment [Original
Research]. Frontiers in Psychology, Volume 13 - 2022.
https://doi.org/10.3389/fpsyg.2022.987976

Molino, M., Ingusci, E., Signore, F., Manuti, A., Giancaspro, M. L., Russo, V., Zito, M., &
Cortese, C. G. (2020). Wellbeing Costs of Technology Use during Covid-19
Remote Working: An Investigation Using the Italian Translation of the
Technostress Creators Scale. Sustainability, 12(15), 5911.
https://www.mdpi.com/2071-1050/12/15/5911

Nagshbandi, M. M., Ishak, N. A., Kabir, I., & Islam, M. Z. (2025). Thriving in the hybrid
workspace: how task variety and self-control affect job performance. Management
Decision, ahead-of-print(ahead-of-print). https://doi.org/10.1108/MD-06-2024-
1266

Osorio, M. L., & Madero, S. (2025). Explaining Gen Z’s desire for hybrid work in corporate,
family, and entrepreneurial settings. Business Horizons, 68(1), 83-93.
https://doi.org/https://doi.org/10.1016/j.bushor.2024.02.008

Prasad, K. D. V., Vaidya, R., & Rani, R. (2023). Remote working and occupational stress:
Effects on IT-enabled industry employees in Hyderabad Metro, India [Original
Research]. Frontiers in Psychology, Volume 14 - 2023.
https://doi.org/10.3389/fpsyg.2023.1069402

Saputra, I. M. D. J. M., & Anak Agung Ngurah Oka Suryadinatha, G. (2024). The Role Of
Organisational Commitment In Mediating Work-Life Balance On Employee
Performance. Jurnal Manajemen, 28(2), 272 - 292.
https://doi.org/10.24912/jm.v28i2.1885

Schaufeli, W. B., Shimazu, A., Hakanen, J., Salanova, M., & De Witte, H. (2019). An ultra-
short measure for work engagement: The UWES-3 validation across five countries.
European  Journal of Psychological Assessment, 35(4), 577-591.
https://doi.org/10.1027/1015-5759/a0004 30

Stasita-Sieradzka, M., Sanecka, E., & Turska, E. (2023). Not so good hybrid work model?
Resource losses and gains since the outbreak of the COVID-19 pandemic and job
burnout among non-remote, hybrid, and remote employees. International Journal
of Occupational Medicine and Environmental Health, 36(2), 229-249.
https://doi.org/10.13075/ijomeh.1896.02026

Svenningsen, V., & Boxenbaum, E. (2015). | love my work but how do | make sense of it?
The role of emotions in hybrid organizations. EGOS Colloquium 2015,

Tjahjono, H. K., Rahayu, M. K. P., & Putra, A. D. (2020). The mediating role of affective
commitment on the effect of perceived organizational support and procedural
justice on job performance of civil servant. Journal of Leadership in Organizations,
2(2).

Toscano, F., Gonzalez-Roma, V., & Zappala, S. (2025). The Influence of Working from
Home vs. Working at the Office on Job Performance in a Hybrid Work
Arrangement: A Diary Study. Journal of Business and Psychology, 40(2), 497-512.
https://doi.org/10.1007/s10869-024-09970-7

Uru, F. O., Gozukara, E., & Tezcan, L. (2022). The Moderating Roles of Remote, Hybrid,
and Onsite Working on the Relationship between Work Engagement and
Organizational Identification during the COVID-19 Pandemic. Sustainability,
14(24), 16828. https://www.mdpi.com/2071-1050/14/24/16828

Van Zoonen, W., & and Sivunen, A. E. (2022). The impact of remote work and mediated
communication frequency on isolation and psychological distress. European
Journal of Work and Organizational Psychology, 31(4), 610-621.
https://doi.org/10.1080/1359432X.2021.2002299

Vartiainen, M., & Vanharanta, O. (2024). True nature of hybrid work [Original Research].
Frontiers in Organizational ~ Psychology, Volume 2 - 2024.
https://doi.org/10.3389/forgp.2024.1448894

International Conference of Islamic Economics and Business 11th 2025 | 1482


https://doi.org/10.1080/09585192.2015.1035304
https://doi.org/10.3389/fpsyg.2022.987976
https://www.mdpi.com/2071-1050/12/15/5911
https://doi.org/10.1108/MD-06-2024-1266
https://doi.org/10.1108/MD-06-2024-1266
https://doi.org/https:/doi.org/10.1016/j.bushor.2024.02.008
https://doi.org/10.3389/fpsyg.2023.1069402
https://doi.org/10.24912/jm.v28i2.1885
https://doi.org/10.1027/1015-5759/a000430
https://doi.org/10.13075/ijomeh.1896.02026
https://doi.org/10.1007/s10869-024-09970-7
https://www.mdpi.com/2071-1050/14/24/16828
https://doi.org/10.1080/1359432X.2021.2002299
https://doi.org/10.3389/forgp.2024.1448894

ICENIES

ERMATIONAL CONFERENCE OF

Zhafira et al.: Engaged and Committed In The Hybrid Era:... LN NG & s

Wahab, M. A., Tatoglu, E., Glaister, A. J., & Demirbag, M. (2020). Countering uncertainty:
high-commitment work systems, performance, burnout and wellbeing in Malaysia.
The International Journal of Human Resource Management, 32(1), 24-48.
https://doi.org/10.1080/09585192.2020.1833069

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achieving Effective Remote Working
During the COVID-19 Pandemic: A Work Design Perspective. Applied Psychology,
70(1), 16-59. https://doi.org/https://doi.org/10.1111/apps.12290

Wang, W., Albert, L., & Sun, Q. (2020). Employee isolation and telecommuter
organizational commitment. Employee Relations: The International Journal, 42(3),
609-625. https://doi.org/10.1108/ER-06-2019-0246

Wheatley, D., Broome, M. R., Dobbins, T., Hopkins, B., & Powell, O. (2024). Navigating
Choppy Water: Flexibility Ripple Effects in the COVID-19 Pandemic and the Future
of Remote and Hybrid Working. Work, Employment and Society, 38(5), 1379-1402.
https://doi.org/10.1177/09500170231195230

Yacine, L., & Karjaluoto, H. (2022). Hybrid work: Gen Z expectations and internal employer
branding implications. In Re-envisioning organizations through transformational
change (pp. 21-50). Productivity Press.
https://doi.org/https://doi.org/10.4324/9781003267751-3

Yadav, R., Yadav, M., & Vihari, N. S. (2023). High-performance work system and learning
orientation in offline, online, and hybrid workplaces: the mediating role of affective
commitment. The Learning Organization: An International Journal, 31(1), 122-136.
https://doi.org/10.1108/tlo-10-2022-0118

Yucel, D., & and Chung, H. (2023). Working from home, work—family conflict, and the role
of gender and gender role attitudes. Community, Work & Family, 26(2), 190-221.
https://doi.org/10.1080/13668803.2021.1993138

Zito, M., Ingusci, E., Cortese, C. G., Giancaspro, M. L., Manuti, A., Molino, M., Signore, F.,
& Russo, V. (2021). Does the End Justify the Means? The Role of Organizational
Communication among Work-from-Home Employees during the COVID-19
Pandemic. International Journal of Environmental Research and Public Health,
18(8), 3933.

International Conference of Islamic Economics and Business 11th 2025 | 1483


https://doi.org/10.1080/09585192.2020.1833069
https://doi.org/https:/doi.org/10.1111/apps.12290
https://doi.org/10.1108/ER-06-2019-0246
https://doi.org/10.1177/09500170231195230
https://doi.org/https:/doi.org/10.4324/9781003267751-3
https://doi.org/10.1108/tlo-10-2022-0118
https://doi.org/10.1080/13668803.2021.1993138

ICONIES

ERMATIONAL CONFERENCE OF

Zhafira et al.: Engaged and Committed In The Hybrid Era:... SLAMC EEONG S 1 bUshESs

International Conference of Islamic Economics and Business 11th 2025 | 1484



