Journal of Management, Education and Development in Digital Age

Submission Date: 2025-09-24 Revision Date: 2026-01-21 Accept Date: 2026-01-27 Initial Publish Date: 2026-06-23 Final Publish Date: 2026-10-23

The Impact of Hybrid Work Models on Employee Performance
Considering the Mediating Role of Work Engagement

1. Javad Rahdarpour®*: Department of Management, Zab.C, Islamic Azad University, Zabol, Iran

*Corresponding Author’s Email Address: drjrahdarpour@iau.ac.ir

Abstract:

This study aims to examine the effect of hybrid work models on employee performance by considering the mediating role of work
engagement. This study is applied in purpose and quantitative in nature, using a descriptive—correlational and cross-sectional design. The
statistical population consisted of employees of manufacturing companies in Tehran, from which a sample of 369 participants was selected
using Cochran’s formula and multistage cluster sampling. Data were collected through standardized questionnaires measuring hybrid work
models, work engagement, and employee performance. The validity of the instruments was confirmed through face, content, and construct
validity, and their reliability was verified using Cronbach’s alpha and composite reliability. Data analysis was conducted using descriptive
and inferential statistics and structural equation modeling. The results indicated that hybrid work models have a positive and significant effect
on employee performance. Hybrid work models also showed a significant positive effect on work engagement, and work engagement
significantly improved employee performance. Moreover, the findings demonstrated that work engagement plays a significant mediating role
in the relationship between hybrid work models and employee performance. The findings suggest that effective implementation of hybrid
work models enhances employee performance both directly and indirectly by increasing work engagement.
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Extended Summary

Introduction
The transformation of work arrangements has accelerated markedly in recent years as a result of rapid technological
advancement, changing employee expectations, and the widespread experience of remote work during and after the COVID-

19 pandemic. Within this context, hybrid work models—defined as structured combinations of on-site and remote work—have
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emerged as a dominant and enduring organizational practice rather than a temporary crisis response. Global foresight reports
emphasize that hybrid work represents a strategic reconfiguration of work systems, reshaping how tasks are coordinated, how
performance is evaluated, and how employees experience their roles within organizations (Gartner, 2022). Consequently,
understanding the organizational consequences of hybrid work has become a central concern in contemporary human resource
management and organizational behavior research.

A growing body of empirical research suggests that hybrid work models may positively influence key employee outcomes,
including productivity, job satisfaction, and organizational commitment. Studies conducted across diverse organizational
contexts report that flexibility in time and location can enhance perceived productivity and employee satisfaction by reducing
commuting time, increasing autonomy, and enabling better work—life balance (Aprilina, 2023; Lakshmi & Archana, 2024). At
the same time, evidence also points to potential risks associated with hybrid arrangements, such as weakened social ties, role
ambiguity, technostress, and blurred boundaries between work and non-work domains (Katsande et al., 2022; Pandey et al.,
2023). These mixed findings indicate that the relationship between hybrid work models and employee performance is complex
and contingent upon underlying psychological and organizational mechanisms.

Employee performance remains a critical indicator of organizational effectiveness, particularly in environments
characterized by increasing uncertainty and competition. Prior studies have shown that hybrid work can contribute to higher
levels of task performance and adaptive performance when supported by appropriate leadership practices, technological
infrastructure, and human resource policies (Bahrami, 2024; Malarvizhi et al., 2024). However, other research cautions that
without sufficient managerial support and clear expectations, hybrid work may undermine coordination and accountability,
thereby limiting performance gains (Tenakwah & Otchere-Ankrah, 2024). These inconsistencies highlight the need to move
beyond direct-effect models and examine mediating variables that explain how and why hybrid work models influence
performance outcomes.

One such mediating construct is work engagement, a multidimensional psychological state characterized by vigor,
dedication, and absorption in one’s work. Work engagement has been consistently identified as a robust predictor of employee
performance, creativity, and resilience. In hybrid work settings, engagement may be particularly salient because employees
experience greater autonomy but also face heightened demands for self-regulation and digital competence. Empirical evidence
indicates that empowering and transformational leadership styles can foster engagement in hybrid environments by
strengthening trust, knowledge sharing, and employee agility (Anggita, 2025; Kim & Yoon, 2025; O'Neill & MclLarnon, 2024).
Moreover, qualitative studies reveal that access to job resources such as flexibility, managerial support, and technological
readiness plays a decisive role in shaping engagement among hybrid workers (Harunavamwe & Kanengoni, 2023; Jalk et al.,
2024).

In addition to motivational dynamics, scholars have increasingly emphasized the importance of employee well-being and
mental health in hybrid work contexts. While hybrid work has been associated with reduced stress and improved well-being
when properly managed, it may also contribute to digital burnout and emotional exhaustion if boundaries and expectations are
unclear (Mateen, 2025; Singh, 2024; Wray & Arora, 2024). These well-being outcomes are closely intertwined with work
engagement and, indirectly, with performance. Despite this growing literature, relatively few studies have empirically tested
integrated models that link hybrid work arrangements, work engagement, and employee performance within a single analytical

framework, particularly in non-Western organizational contexts.
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Recent research conducted in different sectors—including public administration, healthcare, and higher education—
underscores that the success of hybrid work depends not only on structural design but also on employees’ subjective experiences
of engagement and support (Barnes et al., 2024; Shih et al., 2023). In emerging economies, where organizational cultures and
managerial practices may differ from those in Western settings, the mechanisms through which hybrid work affects
performance remain underexplored. Studies in the Iranian context suggest that hybrid and flexible work arrangements can
enhance motivation and productivity, yet they also point to the need for systematic performance management and engagement-
oriented policies (Bahrami, 2024; Eskandari, 2025). Building on these gaps, the present study develops and tests a model in
which work engagement mediates the relationship between hybrid work models and employee performance.

Methods and Materials

This study employed a quantitative, applied research design using a descriptive—correlational and cross-sectional approach.
The statistical population consisted of employees working in manufacturing companies located in Tehran. Based on Cochran’s
formula, a sample of 369 employees was selected through multistage cluster sampling to ensure adequate representation across
organizations.

Data were collected using standardized questionnaires measuring hybrid work models, work engagement, and employee
performance. All instruments were adapted to the organizational context and assessed using a Likert-type response scale. Prior
to hypothesis testing, the measurement properties of the instruments were rigorously evaluated. Face validity was confirmed
through expert review, while content validity was assessed using established indices. Construct validity was examined through
convergent and discriminant validity tests, including average variance extracted and cross-loading analysis. Reliability was
verified using Cronbach’s alpha and composite reliability coefficients.

Data analysis was conducted in two stages. First, descriptive statistics were used to summarize demographic characteristics
and key study variables. Second, inferential analyses were performed using structural equation modeling with the partial least
squares approach. This method was chosen due to its suitability for complex models and predictive analysis. The significance
of direct, indirect, and total effects was evaluated using bootstrapping procedures.

Findings

The results of the structural equation modeling analysis demonstrated that hybrid work models have a positive and
statistically significant effect on employee performance. Employees who reported higher levels of exposure to structured hybrid
work arrangements also reported higher levels of task accomplishment and overall work effectiveness.

The analysis further revealed a significant positive relationship between hybrid work models and work engagement.
Employees working under hybrid arrangements exhibited higher levels of vigor, dedication, and absorption, indicating stronger
psychological involvement in their work roles.

In addition, work engagement was found to have a positive and significant effect on employee performance. Higher
engagement levels were associated with improved quality of work, greater consistency in task completion, and enhanced
adaptive performance.

Crucially, the mediation analysis confirmed that work engagement plays a significant mediating role in the relationship
between hybrid work models and employee performance. The indirect effect of hybrid work on performance through work
engagement was statistically significant, indicating that a substantial portion of the performance gains associated with hybrid
work operates through increased engagement rather than direct structural effects alone.

Overall, the model demonstrated satisfactory explanatory power, and all hypothesized paths were supported by the data.
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Discussion and Conclusion

The findings of this study provide empirical support for the proposition that hybrid work models can enhance employee
performance when they are accompanied by higher levels of work engagement. Rather than exerting a purely direct influence,
hybrid work appears to shape performance outcomes by altering employees’ motivational and psychological states. The positive
association between hybrid work and engagement suggests that flexibility, autonomy, and perceived organizational trust play
a central role in fostering deeper involvement in work activities.

The confirmation of work engagement as a mediator underscores the importance of considering employee experiences when
evaluating new work arrangements. Hybrid work models are not inherently beneficial or detrimental; their effectiveness
depends on how employees perceive and internalize these arrangements. When hybrid work increases engagement, employees
are more likely to invest discretionary effort, maintain focus, and sustain high performance levels.

From a theoretical perspective, the study contributes to the hybrid work literature by integrating structural and psychological
dimensions within a single explanatory model. It reinforces the view that engagement functions as a key mechanism linking
work design to performance outcomes. Practically, the results highlight that organizations seeking performance improvements
through hybrid work must go beyond logistical considerations and actively cultivate engagement through supportive leadership,
clear expectations, and adequate resources.

In conclusion, the study demonstrates that hybrid work models, when effectively implemented, can enhance employee
performance both directly and indirectly through increased work engagement. These findings suggest that the long-term success
of hybrid work depends less on the mere combination of remote and on-site work and more on the quality of the employee

experience within this arrangement.
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