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ABSTRACT

The widespread adoption of hybrid work models following the COVID-19 pandemic significantly altered
how organisations designed work and managed employees. By 2022, hybrid work emerged as a dominant
arrangement, combining remote and on-site work to balance flexibility and organisational needs. This paper
examines the hybrid work equation by analysing the relationship between employee engagement,
flexibility, and work-life balance in 2022. Drawing on secondary data from academic research, employee
surveys, and industry reports, the study explores how hybrid work arrangements influenced motivation,
productivity, and employee well-being. The paper argues that effective hybrid models require intentional
design, supportive leadership, and clear boundaries to optimise engagement while preserving work-life

balance.
. INTRODUCTION

The COVID-19 pandemic accelerated a global
shift toward remote and flexible work
arrangements, fundamentally changing
traditional workplace structures. As organisations
transitioned into recovery phases, hybrid work
models combining remote and on-site work
became increasingly prevalent. By 2022, hybrid
work was no longer an emergency response but a
strategic choice aimed at enhancing flexibility,
employee satisfaction, and organisational
resilience. Employees valued the autonomy and
reduced commuting associated with remote work,
while organisations sought to preserve
collaboration and culture through in-person
engagement. However, hybrid work introduced
new challenges related to employee engagement
and work-life balance. Blurred boundaries
between work and personal life, uneven access to
flexibility, and managerial adaptation issues
influenced employee experiences in hybrid
settings. This paper explores the hybrid work
equation by examining how engagement,
flexibility, and work-life balance interacted in
2022. It analyses key factors shaping employee
outcomes and identifies conditions under which
hybrid work models supported sustainable
performance and well-being.

Il.  LITERATURE SURVEY

Employee engagement has been widely
examined as a key determinant of organisational
performance and employee well-being. Kahn
(1990) conceptualised engagement as the
psychological presence of individuals in their
work roles, highlighting meaningfulness, safety,
and availability as core conditions. Subsequent
research linked engagement to productivity,
commitment, and reduced turnover intentions.

The expansion of flexible work arrangements
prompted scholars to examine the impact of
remote and hybrid work on employee outcomes.
Gajendran and Harrison (2007) found that
telework was associated with higher job
satisfaction and autonomy, while also identifying
risks related to isolation and weakened
supervisory relationships. Their meta-analysis
emphasised the importance of managerial support
in flexible work contexts. Work-life balance
emerged as a central theme in flexible work
literature. Greenhaus and Allen (2011) argued
that balance depends on the alignment between
work demands and personal resources. Flexible
work arrangements were found to reduce work-
family conflict when supported by organisational
norms and supportive leadership. Pandemic-era
studies intensified focus on hybrid work models.

Received: 15-05-2022 | Accepted: 15-06-2022 | Published: 23-06-2022 | www.ijeml.com 15



INTERNATIONAL JOURNAL OF ECONOMIC SOCIAL SCIENCE AND MANAGEMENT LAW
E-ISSN: 3070-0558
VOL.3,NO.2 (2022)

Allen, Golden, and Shockley (2015) suggested
that hybrid arrangements could combine the
benefits of remote flexibility and in-person
collaboration, provided organisations established
clear expectations and communication structures.
Research published during 2021-2022 examined
employee experiences as hybrid work became
institutionalised. Gallup (2022) reported mixed
engagement outcomes, noting that flexibility
improved satisfaction but unclear boundaries
increased  burnout risk. These findings
highlighted the need for deliberate hybrid design.
Studies by Eurofound and OECD (2022)
examined work-life balance in hybrid settings,
concluding that autonomy enhanced well-being
while  excessive availability expectations
undermined balance. These reports emphasised
the role of policy and managerial practices in
shaping employee outcomes. Industry research
supported academic insights. McKinsey (2022)
observed that organisations successful in hybrid
work implementation invested in manager
capability, outcome-based performance
management, and employee  well-being
initiatives. Overall, the literature indicates that
hybrid work outcomes depend on the interaction
between engagement, flexibility, and work-life
balance. While existing studies address these
dimensions individually, limited research focuses
on their combined effect during the post-crisis
consolidation phase of 2022. This gap underpins
the present study.

Il. METHODOLOGY

This study adopts a descriptive and qualitative
research design to examine the hybrid work
equation in 2022, focusing on the interaction
between employee engagement, flexibility, and
work-life balance. Given the availability of
extensive post-pandemic organisational research,
a secondary data approach was selected to capture
diverse employee experiences across Sectors.
Secondary data were collected from peer-
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reviewed academic  journals, employee
engagement surveys, labour studies, and industry
reports published between 2020 and 2022. Key
sources included Gallup workplace studies,
OECD and Eurofound reports, Harvard Business
Review, MIT Sloan Management Review,
McKinsey, and Deloitte publications addressing
hybrid work practices and employee well-being.
The collected data were analysed using thematic
analysis. Core themes related to autonomy,
managerial support, boundary management,
engagement drivers, and work-life balance
outcomes were identified and synthesised. This
approach enabled integration of academic and
industry perspectives, supporting a
comprehensive interpretation of hybrid work
outcomes during the consolidation phase of 2022.
IV. DATA ANALYSIS AND
INTERPRETATION

Analysis of the reviewed literature indicates that
hybrid work arrangements in 2022 had a
significant impact on employee engagement.
Flexibility in work location and scheduling
enhanced autonomy and job satisfaction,
contributing positively to engagement when
supported by clear expectations and managerial
trust. However, the findings also reveal
challenges associated with boundary
management. Employees reported difficulties
separating work and personal life, particularly in
hybrid arrangements lacking clear norms around
availability and working hours. These challenges
negatively affected work-life balance and, in
some cases, engagement levels. Managerial
capability emerged as a critical determinant of
hybrid work success. Leaders who emphasised
outcome-based performance, regular
communication, and inclusive practices were
more effective in sustaining engagement across
remote and on-site employees. In contrast,
inconsistent management practices led to
perceptions of inequity and disengagement. The
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analysis further suggests that hybrid work
outcomes depended on organisational culture and
support systems. Firms investing in employee
well-being initiatives, digital collaboration tools,
and flexibility policies achieved more balanced
outcomes. Overall, the findings highlight the
need for deliberate design of hybrid work models
to balance engagement, flexibility, and work-life
balance.

V. FINDINGS AND SUGGESTIONS
The findings indicate that hybrid work
arrangements in 2022 significantly influenced
employee engagement by enhancing perceived
autonomy and flexibility. Employees reported
higher motivation and satisfaction when granted
control over work location and scheduling,
provided expectations were clearly
communicated and consistently applied. A
critical finding is that flexibility alone was
insufficient to ensure positive outcomes. Without
clear boundaries and managerial guidance, hybrid
work increased work intensification and blurred
work-life  boundaries, negatively affecting
employee well-being. This highlights the
importance of structured hybrid policies.
Managerial capability emerged as a decisive
factor in balancing engagement and work-life
balance. Managers who adopted outcome-based
performance evaluation, maintained regular
communication, and fostered inclusion across
remote and on-site employees were more
effective in sustaining engagement. Based on
these findings, organisations are encouraged to
design hybrid work models intentionally, invest
in managerial capability development, and
establish clear norms around availability and
workload. Aligning flexibility with supportive
governance is essential for sustainable hybrid
work success.

VI. CONCLUSION
The consolidation of hybrid work in 2022 marked
a pivotal shift in how organisations structured
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work and managed employees. Hybrid models
offered significant potential to enhance
engagement and flexibility while posing new
challenges for maintaining work-life balance.
This study concludes that successful hybrid work
outcomes depend on the alignment of flexibility,
engagement strategies, and boundary
management. Organisations that approached
hybrid work as a strategic system rather than a
temporary arrangement achieved more balanced
employee outcomes. As hybrid work continues
to evolve, sustained attention to managerial
practices, organisational culture, and employee
well-being will be critical. Firms that integrate
flexibility with clear expectations and supportive
leadership are better positioned to achieve long-
term engagement and resilience.
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