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Definition: hybrid work, a hybrid worker

Space
elements

Features of sub-elements

Consulting company publications

Capgemini, 2020, The Future of work:
From remote to hybrid (Crummenerl
etal,, 2020)

“A hybrid workforce essentially refers to a workforce that is
distributed across different locations, from traditional office
and factory spaces to remote locations, including within
employees' living space, be it a family home or shared
apartment. A hybrid working model is characterized by the
flexibility and choices it offers employees, and it can be an
innovative way of driving new approaches to agility,
collaboration, and ways of working”

Physical social

Main workplace, multiple locations,
home, social relations, flexibility,
autonomy

BCG, 2021, Decoding Global Ways of “It is indeed flexibility that most people are interested in,not | Physical Home, main workplace, flexibility
Working, March 2021 (Strack et al., a180-degree turn in the traditional model that would have
2021) everyone working from home all the time and never going to
a physical work location”
McKinsey & Company 2021 (Alexander “As the pandemic eases, executives say that the hybrid Physical Main workplace, multiple locations
etal, 2021) model—in which employees work both remotely and, in the
office—will become far more common”
Microsoft New Future of Work Report “For individuals, hybrid work refers to working part of the Physical Multiple locations, duration,
2022 (Teevan et al., 2022) time in the office and part time from somewhere else. For Temporal face-to-face
organizations, hybrid can also refer to having a mix of fully Social
on-site and fully off-site employees™
Gallup, The Future of Hybrid Work “Employees with the ability to work remotely are largely Physical Multiple locations, duration
March 15, 2022 (Wigert, 2022) anticipating a hybrid office environment going Temporal
forward—one that allows them to spend part of their week
working remotely and part in the office”
Business journals
Harvard Business Review (e.g., Gratton, “To design hybrid work properly, you have to think about it Physical Multiple locations, time-frequency
2021) along two axes: place and time ... an anywhere, anytime Temporal (anytime)
model of working—the hybrid model”
MIT Sloan Management Review (.g., “The anticipated gradual return to colocated work in the Physical Main workplace, effectiveness
Kane etal,, 2021) coming months provides opportunities to experiment with
hybrid ways of working .... gives managers the ability to
critically consider the ways in which a hybrid workplace
‘might be more effective”
International organizations’ reports
ILO (2021¢) “Pre-pandemic research (Eurofound and the International Physical Main workplace, multiple locations,
Labour Office, 2017) suggests that the ‘sweet spot’ for Temporal duration
teleworking is some combination of work at the employer’s
premises and teleworking. During the pandemic, this
approach has come to be known as the ‘hybrid
model’—working part-time in the office combined with
part-time telework”
OECD (2021) “In particular, proximity to employers’ premises still plays a Physical Main workplace, multiple locations,
role for workers in hybrid models, which combine Virtual online, timing
teleworking and office presence, whereas this factor becomes | Temporal

negligible in work-from-anywhere models, which primarily
rely on online communication, with personnel distributed
across locations and, often, time zones”
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Example quotes

(N=93)

Sub-elements of space elements

Physical space (N = 79)

“Employers’ organization AWVN uses the following
definition in a news publication on their website: Hybrid
work: ‘partly at home and partly in the office or elsewhere”

72 x location
3 x workplace
3 x mobility

48 x multiple locations
28 x main workplace
23 x home

1 x shared office

Temporal space (N = 43)

“It has already introduced its ‘60/40" hybrid working model
in Ireland. This allows employees to work 60% of their time
remotely and 40% in the office which will allow employees to
maintain the flexibility they had during the pandemic”

22 x timing
13 x duration
9 x time frequency

18 x fixed time,

5 X part-time

4 x days/week

3 x mixed time, occasionally
2 x regularly, weekly

1 x always, hours/day, anytime

Social space (N = 11)

“The Fraunhofer Institute also calls for the hybrid model as
an attractive and socially acceptable work arrangement, on
the one hand, to better ensure the exchange of information
and social cohesion in teams/departments, and on the other
hand to ensure leadership tasks”

11 x communication

2 x group maintenance
2 x task-orientation

1 x social relations.

10 x face-to-face

2 x mediated communication
1 x alienation, social isolation,
trust, leadership

Virtual space (N = 10)

“Hybrid work is result-oriented work and leadership based
on trust and dialogue. You collaborate with others from
different work locations and stay connected through
technology and physical meetings”

10 x virtual space
1 x online

1 x ICT, online tools

Additional features (N = 38)

“The office space and how it can be organized in a way that it
supports both face-to-face interaction and privacy for online
meetings and video calls; the technical equipment necessary
to make a hybrid work organization possible; the
organizational culture or working culture are also topics
covered in the debate on hybrid work; an ecological
perspective, as less work at the office might mean less
commuting; debated is also an ‘alienation’ and a loss of
creativity”

11 x autonomy

6 x flexibility

5 X agreement

3 x job content, performance

2 x based on needs, based on company
decisions, contract

1 x creativity, ecology, organization
culture, wellbeing
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Similar concepts (N = 14)

- Full-time telework organization
- Agile work

- “Crossbreed” work

- Smart working

- A form of telework

- A mixed work model

- Partial teleworking

- Workation

- Flexible organization

- Boundless work

- Working from home

- Blended working

- Flexible ways of working
- Regular telework

Example tes

“Hence, what in the international debate and legislation
is expressed more generically with the term Remote
Work or Hybrid Work, implying a work carried out
outside the office, whether stably, at regular or
occasional intervals, in Italy is referred to as Smart
Working or Agile Work”

“The Ténaiste and Minister for Enterprise, trade and
Employment, Leo Varadkar, said that blended working
will involve working sometimes from the office and
other times from home, a hub or on the go”

“There are no other official definitions of hybrid work
nor other similar definitions. In parallel to hybrid work,
a term flexible work’ (a flexible way of working) (in
Swedish flexibelt arbetssitt’) is sometimes used to
describe not only to non-place-based work but also the
wider flexibilization of work (e.g., in terms of

working hours)”

Sub-elements

Physical space (N = 15)

12 x location
5 x workplace

12 x multiple locations
2 x home

2 x work as environment
1 x main workplace

Temporal space (N = 11)

4 x timing -
2 x duration
2 x time-frequency

Social space (N =1)

1 X organization constraints and contexts

Virtual space (N = 1)

1 x data safety

Additional features (N = 15)

5 x flexibility

3 x autonomy

1 x written agreement, organizational
objectives, variety of forms,
non-hierarchical, work-life balance,
organizational constraints and
boundaries, value-based drivers






OPS/images/forgp-02-1448894/forgp-02-1448894-g001.gif





OPS/images/forgp-02-1448894/forgp-02-1448894-g002.gif





OPS/images/forgp-02-1448894/forgp-02-1448894-g003.gif
_em T T == Mentalspace

. e ~5a slteguaion
o el S
[ o e v
’ i~ N elements.
/i N
£ comece S\ S 3,
Jo o oen
1 Flexviiey features.
otentia
aditons
=R s
sty
bt
P

N soam
A ioton
N






OPS/images/forgp-02-1448894/forgp-02-1448894-g004.gif
oo MoV
TSl )
Socerstnezison gt
Contuation

o, e
e Porons Dl
N i " O o

= orunaon

Ensbingresources






OPS/images/forgp-02-1430812/forgp-02-1430812-t003.jpg
Factor Factor
loading
Workload
1. It implies an excessive 0.701
workload
2.1t requires to work exceeding 0701
the usual working hours
3. It makes difficult for me to 0.777
disconnect from work during
non-working hours
4. It has resulted in confusion for 0.658
me between work hours and my
personal life
Isolation
1. It causes me a lack of social 0.658
contact with other people
2. It impairs the trusting 0.687
relationship with supervisors
and bosses
3. It makes professional 0.635
promotion more difficult or
could make it more difficult for
me
4. It hinders coordination with 0.720
my colleagues
5. It makes contact and 0.752
relationship with my supervisor,
manager, or person accounting
for your work more difficult
Information overload
1. I receive work emails 0732
2.1 receive work calls 0.884
3.1 respond to work emails 0.827
4. Tanswer work calls 0.886
5. I receive text/audio messages 0.628
from work via applications like
WhatsApp, Telegram, etc.
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Structural Readiness Monitorization Workload Isolation Information ~ Satisfaction Evaluation of

support for telework overload with supervisor
telework performance

Structural 283 0.683 -
support (range 1-4)
Readiness for 278 0.844 0.695* -
telework (range 1-4)
Monitorization 247 1.00 0.561%* 0.496"** -

(range 1-4)
Workload 1.85 0.769 —0.216"* —0.195** —0.172* —

(range 1-4)
Isolation 1.88 0742 —0.198"* —0.200"** —0.072 0.631%** -

(range 1-4)
Information 227 0.842 —0.025 —0.082 —0.121* 0.285% 0.099 —
overload (range 1-4)
Satisfaction with 0575 0417 0311 03117 0.192%** —0.341"* —0.302*** —0.158"* —
telework (range 0-1)
Evaluation of 3.04 0.847 0.490** 0490 0355+ —0210"* —0.184%** —0.027 0.255%*
supervisor (range 1-4)
performance

*p <0.05.
**p < —0l.

D < 0001
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Independent

variable(s)

Mechanisms and/or
boundary conditions

Performance
outcomes

Challagalla et al.
(2000)

Type: Remote and co-located
Workers.

N: 239 sales workers
Country: USA

Supervisory Orientations
(output, activity, capability)

Moderator: Salesperson location
(on-site vs. remote)

Individual Task performance:
Salespeople accomplishment
(self-rated)

Staples (2001)

Type: Remote and co-located
Workers.

N: 376 remote and 255 local.
Country: USA

Frequency of communication
from the leader

Mediator: Employee/manager
trust

Individual Task Performance:
a. Perception of overall
productivity (self-rated)

b. Perception of remote work
effectiveness (self-rated)

Haines et al. (2002)

Wakefield et al.
(2008)

Type: Telecommuters
N: 193 workers
Country: USA

Type: Virtual team members
N: 159 members
Countries: USA and Korea.

Supervisor support for
telecommuting

Leadership roles (Behavioral
Complexity Theory)

Moderators: a. Affiliation
motivation
b. Self-management orientations

Mediators: a. Team conflict
b. Leader effectiveness (rated by
workers)

Individual Overall Performance:
creativity, the quantity of work,
and meeting deadlines, compared
to when not telecommuting

(self-rated)

Team Overall Performance:
Efficiency, quality, technical
innovation, adherence to
schedule, and work excellence
(self-rated)

Lautsch et al. (2009)

Type: Telecommuters (79%) and
not-telecommuters (21%)

N: 90 dyads supervisor-worker
Country: USA

Telecommuting

Moderators: a. Frequency of
contact

with supervisor

b. Same monitoring

c. Standardized hours

d. Requirement of separation
between work and family

Individual Task Performance:
Quality, avoiding mistakes and
standards (rated by supervisor)
Individual Contextual
Performance:

Helping behaviors (self-rated)

Thomas and Type: Virtual team leaders. Theory X (command and Mediators: a. Technology Team Overall Performance:
Bostrom (2011) N: 13 veteran leaders control) and Theory Y adaptation Team outcomes
Country: USA (facilitate and support) b. Trust and cooperation (Self-rated by the leader)
behaviors.
Hill and Bartol Type: Virtual teams Virtual teamwork situation Moderators: a. Team geographic Individual Task Performance:
(2016) N: 193 workers in 29 virtual teams | judgement. dispersion Contribution to team performance
Country: USA. Empowering leadership Mediator: a. Team virtual (self-rated)
collaboration (rated by peers) Team Overall Performance: Key
team performance indicators
(rated by supervisor)
Solis (2017) Type: Teleworkers and Telework v/s non-telework. Moderators: a. Supervisor control Individual Task Performance:
non-teleworkers of subordinates’ work (high Individual task proficiency (self-
N: 92 teleworkers, 72 control/low control). rated)
non-teleworkers and 33 b. Level of responsibility outside Individual Contextual
supervisors work. Performance:
Country: Costa Rica a. Initiative
b. Adaptability to tasks (Self-rated)
Swain (2018) Type: Virtual workers. Leader expressed humility Mediators: a. Psychological safety Team Task Performance:

Flavian et al. (2019)

N: 320 1% study, 317 2™ study and
147 3% study.
Country: USA

Type: Virtual workers.
N: 241 workers
Country: Spain

(measured with a scale for
manipulation check)

Competencies:
a. Empathy of leaders.
b. Justice of leaders.

b. Liking for the leader
<. Information flow

Mediators: a. Trust in leader (first
order)

b. Commitment to the team
(second order)

Problem-solving activity.

Individual Contextual
Performance:

Organizational citizenship
behavior (OCB)

(Self-rated)

Bartsch etal. (2020)

Han et al. (2020)

Type: Virtual workers due to
COVID-19

N: 206 service workers
Country: Germany

Type: Virtual team members

N: 294 at 44 teams

Countries: 24 different countries,
mainly the USA.

a. Task-oriented leadership
behavior (manager)

b. Relation-oriented
leadership behavior (enabler)

a. Global dispersion
b. Team training (number of
training sessions attended)

Mediators: a. Individual Job
autonomy

b. Individual work tension

c. Team cohesiveness

d. Perceived Teamwork tension

Mediator: Leadership role
effectiveness (Behavioral
Complexity Theory)

Individual Task Performance:
Work intensity (Self-rated)

Team Task Performance:
Goal accomplishment, quality,
innovation, and budget usage.

(Self-rated)

Newman et al.

Type: Virtual team members.

Leader communication

Moderator: Trust in leader

Team task performance:

(2020) N: 399 members from 68 teams effectiveness (usage of a Team effectiveness
Countries: USA, India and tools and techniques) (self-reported)
Canada. b. Team Balanced Scorecard

results.

Soon and Type: Virtual workers E-leadership competencies None Team Overall Performance:

Salamzadeh (2021) N: 150 team members Virtual team effectiveness
Country: Malaysia (Self-rated)

Elyousfi etal. (2021) | Type: Virtual team workers. a. E-leadership None Team task performance:

N: 184 workers
Country: Canada

b. Team behaviors
c. Team collaboration
d. Team support

Team member performance
(reported by managers and
members)

Ernst et al. (2022)

Karani and Mehta
(2022)

Kashive et al. (2022)

Vitamdnescu et al.
(2022)

Type: Virtual and face-to-face
workers.

N: 60 in control and 63 in
experimental (1% study) 128 in 2™
study) 523 in 3" study 64 in
control and 65 in experimental (4™
study)

Countries: USA Austria, France,
India, and Mexico

Type: Tele-workers due to
COVID-19

N: 239 workers

Country: India

Type: Virtual team workers in the
COVID-19 period

N: 175 workers

Country: India

Type: Virtual team members
N: 175 workers
Country: Romania

Charismatic leadership tactics
(verbal and non-verbal)

Supervisor support

a. Internal leadership roles
(monitor, coordinator,
mentor, and facilitator)

b. External leadership roles
(innovator, broker, producer,
and director)

Effectiveness of
communication between
leaders and team members

Mediator: Evaluations of leader
(not tested)

Mediators: a. Psychological
contract fulfillment
b. Work engagement

Mediators: 1*! order

a. Communication quality

b. Role clarity

2% order a. Task and relations
conflict

b. Interpersonal trust

<. Leadership effectiveness

Mediator: Strength of team culture

Individual Task Performance:
Number of complete flashcards
sets created in the allotted time.
Individual Contextual
Performance:

Choice of completing an extra
flashcard.

Individual
Performance:

Contextual

Innovative behavior

Overall Team Performance:
Efficiency, quality, technical
innovation, adherence to
schedule, and work excellence
(self-rated)

Team task performance:
Efficiency, objectives, and meeting
the schedule (Self-rated).

Hodzic etal. (2023)

Type: Home-based workers
N: 242 employees
Country: Germany and Austria

Telework (days per week)

Moderator: Supervisor social
support
Mediator: Knowledge sharing

Team Task Performance:
Perceived overall perfomance

Lee and Kim (2022)

Type: Teleworkers due to
COVID-19

N: 449 workers

Country: USA

Family-supportive leadership
communication

Moderator: Segmentation
preference

Mediators Positive affect
Employee-organization
relationship Work-life enrichment

Individual
Performance:
Employee creativity

Contextual

Salvoni et al. (2024)

Type: Teleworkers due to
COVID-19

N: 880 employees and 190
managers

Country: Canada

Managers' stress management
competencies

Moderator: Manager-employee
agreement in competencies

Individual Overall Performance:
Task, contextual and
counterproductive work behavior
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1. The way s/he sets your goals, tasks, and 0.851
workload

2. The support provided by her/him to carry 0921
out your work

3. The way s/he appraises your performance 0.859
4. The relationship and personal dealings 0.835
with him/her

5. The way s/he manages team meetings 0.885
6. His/her contribution to create a good job 0.883

climate
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Article: authors and data

Findings

Wellbeing

Performance/productivity

Comments

Positive effects on

Montreuil and Lippel (2003)

- Empirical literature not specified;
four case studies

Reduced stress, positive impacts on
health

Musculoskeletal disorders. Potential
problems arising from workstation
design, long hours, and isolation were
identified

Gajendran and Harrison (2007)

- Empirical studies (k = 46, N
=12,883)

Job satisfaction

Supervisor-rated performance

No connection between
telecommuting and self-rated
performance. The beneficial effects
were at least partially mediated by
perceived autonomy.

de Menezes and Kelliher (2011)

- Empirically based (k = 112),
theoretical (k = 17), literature reviews
(k= 11), meta-analyses (k =7), and
annotated bibliography (k =

Job satisfaction

There is a positive association with
profit, return on assets, equities,
productivity, reduced costs, and
worker performance

The findings were controversial
overall. On the organizational level,
the empirical evidence largely failed to
demonstrate a well-supported and
generalizable relationship. Remote
working may both relieve and create
stress

Harker Martin and MacDonnell
(2012)

- Empirically based studies (k = 22)

Organizational productivity,
retention, organizational
commitment, and performance

Bloom et al. (2015)

- Empirical study: work from home
(WEH) (N = 249) or in the office (N
= 249) for 9 months

Home workers reported statistically
significantly higher positive attitudes
and less work exhaustion

13% performance increase, of which
about 9% was from working more
minutes per shift (fewer breaks and
sick days) and 4% from more calls per
minute (attributed to a quieter
working environment)

Many experienced loneliness

Allen etal. (2015)

- Many meta-analyses and journal
articles. The number of cases (k) is
not given

Significantly lower, although rather
small association with work-role stress
and work exhaustion

There was a positive association with
supervisor-rated or objectively
measured job performance. Self-rated
job performance was not significant.
Firm-level indicators of performance
evidence generally suggest positive
benefits

Controversial results on performance

Charalampous et al. (2019)

- Peer-reviewed studies (k = 63, N =
37,553) published between 1995
and 2017

Association with individuals’ positive
emotions, job satisfaction,
organizational commitment levels,
and ameliorating feelings of emotional
exhaustion

Some pitfalls such as professional
isolation and perceived threats to
career advancement

Ferrara et al. (2022)

- 20 peer-reviewed papers published
from 2010 until 2021

Decreased employees'levels of stress
(k = 3), negative emotions (k = 1),
strain (k = 1), depression (k = 1), and
alcohol abuse (k = 1), higher positive
affective wellbeing, and higher
happiness (k = 2)

Positive effects of teleworking on
perceived performance (k = 3)

Risks for mental health: a link with
stress, fatigue, and burnout symptoms
(k=2)

Bergeaud et al. (2023)

- A firm-level database of 1,400
French manufacturing firms

A 1% increase in the share of
teleworkers leads to a 0.45% increase
in total factor productivity. The
relationship between telework and
productivity may be an inverted
U-curve

The maximum gain is observed when
workers telework 1-2 days a week. If
the percentage of teleworkers
increases from 5 to 25% in France, it
could lead to a 9% productivity
increase at the national level

Gajendran et al. (2024)

- 162 studies (k = 166, N = 78,610)
108 studies (k= 110, N = 45,288)
provide remote work intensity (RWI)
effect sizes

62 studies (k= 63, N = 41,904)
provide remote work use (RWU)
effect sizes, and 8 studies reported
effect sizes for both RWI and RWU

RWI had minor but beneficial effects on job
satisfaction, organizational commitment, perceived
organizational support, supervisor-rated performance,

and turnover intentions

RWU findings suggest remote workers generally have
better outcomes than their office-based colleagues

A dual pathway model is proposed
linking RWI to employee outcomes
arguing that it has indirect but
opposing effects on the same
outcomes via two
mediators—perceived autonomy and
isolation

Controversial or no effects on

Bailey and Kurland (2002)

- More than 80 studies

Job satisfaction

Self-reported productivity

Little clear evidence exists that
telework increases productivity and
job satisfaction, as it was often
asserted

Kotera and Correa Vione (2020)

- Seven (N = 2,431) peer-reviewed
empirical articles published before
31st March 2020

Positive association to work
engagement, work-related flow, and
connectivity among staff

Negative association to blurred
work-home boundary, fatigue, and
mental demands

Hackney et al. (2022)

- 37 original articles published from
2010 until February 2021

Mutiganda et al. (2022)

- 43 original articles published from
2000 until May 2021

Before the COVID-19 pandemic, 79%
(n=19) demonstrated that working
from home increased productivity and
performance, whereas 21% (n = 5)
showed mixed or no effects. Of the
articles published during the
pandemic, 23% (1 = 3) showed
positive effects, 38% (n = 5) revealed
mixed results, and 38% (n = 5)
showed negative effects

Self-reported performance was higher
for teleworking employees (k = 11),
lower (k = 6), and neutral (n = 3).
Seven out of 15 studies showed
positive benefits, four found negative,
and four found that telework was
unrelated to any significant gain in
organizational performance

Controversial findings.
Non-mandatory work-from-home
arrangements can positively impact
productivity and performance.
Mandatory and full-time or external
factors (i.e., the COVID-19 pandemic)
are at play; the overall impacts are less
positive and can harm productivity
and performance

Controversial findings

De Vincenzi et al. (2022)

- 67 peer-reviewed papers published
from 2020 until 2022

‘The study shows heterogencous consequences on
employees’ wellbeing, productivity, and performance

Controversial findings. It is concluded
that remote or homeworking is not
intrinsically fruitful or harmful but
that personal or organizational factors
characterize how it is perceived

Hill et al. (2022)

- 115 empirical articles: quantitative
(N = 85), qualitative (N = 16), mixed
(N=14)

Out-of-office location (35.7% of the
studies): With balanced positive and
negative effects on both hedonic and
eudaimonic wellbeing outcomes
Spatial distance (25.2% of the studies):
While mixed, the effects are more
negative than positive

Temporal distance (5.2% of studies):
exclusively negative effects

Employees’ wellbeing experiences in
virtual work depend on the
subdimensions involved. The same
subdimension can infuence wellbeing
both positively and negatively
depending on intervening variables
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Factor Factor

loading

Structural support

1. The company has adequately 0.600
assessed the occupational risks
inherent in my job in telework

2. I have received 0.560
introductory/training courses for
telework

3. T have technical support for 0732
connection or computer
problems

4.1 have adequate ways of 0535
communicating with my
superiors

5.1 have adequate ways of 0.566
communicating with my
colleagues

Readiness for telework

1. Necessary technical equipment 0.756
2. Preparation of colleagues for 0.840
teleworking

3. Preparation of the supervisor, 0.880

manager, or person accounting
for your work, to direct under
teleworking conditions

4. The organization of the work 0.760
process or processes to which
you contribute with your work
activity

Monitoring

1. The company adequately 0.660
records my working hours
during telework (time recording)

2. The company uses 0.860
technological tools (software) to
monitor my work activity during
telework

3. The company has informed 0.980
me about the use of technological
tools to monitor my work
activity during telework

4. The company informs me 0909
about the information obtained
from monitoring my work
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