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Abstract

This study aims to analyze the development of research on employee
engagement in the context of hybrid working through bibliometric analysis
and a Systematic Literature Review (SLR) approach. The study employed a
mixed-methods design by integrating bibliometric analysis using VOSviewer
software and literature synthesis based on the PRISMA protocol. Data were
collected from Scopus, Web of Science, and Google Scholar databases covering
publications from 2019 to 2024. The literature selection process resulted in 87
articles that met the inclusion criteria. The bibliometric findings indicate that
publications related to employee engagement in the era of hybrid working
increased significantly after the COVID-19 pandemic, with major themes
focusing on psychological aspects, digital technology, leadership, work-life
balance, and organizational culture. The SLR results reveal that work
flexibility and transformational leadership are the most dominant factors in
enhancing employee engagement. In addition, digital technology plays a
crucial role in facilitating communication and collaboration among
employees. However, hybrid working also presents challenges, including
increased work stress and blurred boundaries between personal and
professional life. This study contributes theoretically through the
development of an integrative model of employee engagement within the
hybrid working context and provides practical implications for organizations
in designing adaptive and sustainable human resource management strategies
in the modern workplace era.
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INTRODUCTION

This research

employed a descriptive qualitative approach with a content

analysis research design. Content analysis was used to identify, classify, and interpret

linguistic elements

contained in song lyrics, particularly stylistic elements and

meaning. This approach was chosen because the research focused on examining the
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textual content of song lyrics as literary documents containing aesthetic, moral, social,
and religious messages. According to (Moleong, 2021), qualitative research aims to
understand phenomena in depth through descriptive data in the form of words, while
stylistic analysis is used to uncover the use of language as a means of creating aesthetic
effects in literary works (Al-Ma'ruf & Nugrahani, 2021).

The object of this research is the lyrics of the songs "Begadang,” "Keramat," and
"Judi" by Rhoma Irama. The song "Begadang" was released on the album "Soneta
Volume 1: Begadang" in 1975. "Keramat" was a popular song in the 1980s, conveying
religious values and respect for parents (Kurniawan et al., 2023), while "Judi" was
released on the album "Soneta Volume 14: Judi" in 1988. These three songs were chosen
because they share diverse stylistic characteristics and convey meaning relevant to
social life.

The research data consisted of words, phrases, clauses, sentences, and stanzas
containing stylistic and meaningful meanings. The data source was the lyrics of Rhoma
Irama's songs "Begadang,” "Keramat," and "Judi," obtained through documentation
from sources containing the complete lyrics.

The data collection technique was a documentation method using listening and
note-taking techniques. The researcher read and listened to the song lyrics repeatedly,
then noted sections containing stylistic and meaningful meanings. The obtained data
were then classified based on stylistic categories according to (Keraf, 2019) and types
of meaning, including denotative and connotative meanings, as proposed by (Hanifah,
2023) and (Nasution & et al., 2024).

The primary research instrument was the researcher (human instrument)
assisted by data cards and classification tables. The researcher played a role in
determining the data, grouping it based on analytical categories, and interpreting the
meaning contained in the song lyrics.

The data analysis technique used a content analysis model, which was carried
out in several stages: (1) collecting data in the form of song lyrics; (2) reading and
understanding the text thoroughly; (3) identifying data containing stylistic and
meaning content; (4) classifying data based on stylistic and meaning types; (5)
interpreting the function of stylistic and meaning in song lyrics; (6) analyzing the
relevance of the findings to Indonesian language learning; and (7) drawing
conclusions.

Data validity was achieved through increased observational rigor and theoretical
triangulation by comparing analysis results based on stylistic theory (Al-Ma'ruf &
Nugrahani, 2021), stylistic theory (Keraf, 2019), and theories of meaning used in
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previous studies. The analysis results were then presented descriptively to provide a
comprehensive overview of stylistic style, meaning, and its relevance as Indonesian

language learning materials.

METHODS

This research uses a mixed-methods approach that sequentially integrates two
complementary methods: (1) bibliometric analysis as a quantitative approach to
objectively map the knowledge landscape, and (2) a Systematic Literature Review
(SLR) as a qualitative approach to in-depth synthesize empirical findings. This
integration follows the recommendation of Donthu et al. (2021), who assert that the
combination of bibliometrics and SLR yields a more comprehensive understanding of
a research field than either method alone.

The research design is retrospective-systematic, meaning this study reviews
existing literature (rather than collecting new primary data), with the unit of analysis
focused on scholarly articles on employee engagement in the context of hybrid
working indexed in reputable international databases. The justification for choosing
this design is based on the need to fill the literature gap identified by Paramita et al.
(2025) and Shankar et al. (2026) regarding the lack of integrated studies that place
hybrid working as the primary context for employee engagement.

A literature search in the Scopus and Web of Science (WoS) databases was
conducted using structured Boolean operators to ensure search sensitivity and
specificity. The search string formula applied was as follows: ("employee engagement"
OR "work engagement") AND ("hybrid work*" OR "hybrid organization*' OR "remote
work*" OR "flexible work arrangement*") The search was limited to document types
(Article and Review), using English and Indonesian, with a publication period of 2019
to 2024.

FINDINGS AND DISCUSSION

Interpretation of Bibliometric Trends

The significant surge in publications in 2020-2021 reflects the academic response to the
disruption of the COVID-19 pandemic, which forced millions of employees worldwide to
adapt to remote work models quickly. This phenomenon created a unique and valuable
"natural experiment" for researchers to examine the impact of radical changes in work
arrangements on various aspects of organizational behavior, particularly employee
engagement (Bailey et al., 2022).

The dominance of psychological thematic clusters in the keyword co-occurrence

network indicates that the academic community increasingly recognizes the affective and
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cognitive dimensions as core to the engagement construct. This is consistent with the
theoretical framework developed by Kahn (1990), which defines engagement as employees'
physical, cognitive, and emotional self-expression in their work roles. In the context of hybrid
working, the expression of these three dimensions faces new challenges due to the reduction
in in-person interactions, traditionally the primary medium for transmitting engagement (Rich
et al., 2010).

Discussion of Main Themes

Flexibility as a Leverage Point for Engagement

The findings regarding the central role of flexibility align with Self-Determination
Theory (SDT) developed by Deci and Ryan (1985), which identifies autonomy as one of the
basic psychological needs of humans. When employees have control over when and where
they work, the need for autonomy is met, which in turn drives intrinsic motivation and deeper
engagement with work (Deci & Ryan, 2000; Van den Broeck et al., 2016).

However, this study also found that poorly managed flexibility can create role ambiguity
and perceptions of inequity among employees. For example, differences in access to flexibility
between knowledge workers and frontline workers create a potential engagement gap that
HRM practitioners need to address (Kelliher & Anderson, 2010; Beauregard et al., 2019).
Technology-Mediated Engagement: Opportunities and Risks

The literature reveals a complex relationship between technology and engagement in the
context of hybrid working. On the one hand, digital collaboration platforms have proven
effective in maintaining team connectivity and facilitating efficient communication. A 2022
study by Microsoft, involving over 31,000 respondents from 31 countries, found that effective
use of digital collaboration tools is positively correlated with productivity and job satisfaction.

On the other hand, the phenomenon of "Zoom fatigue," or exhaustion resulting from
excessive use of video conferencing platforms, is a serious concern. Research by Bailenson
(2021) from Stanford University identified four psychological mechanisms underlying this
fatigue, including excessive eye contact and constant self-consciousness. These findings imply
that organizations need to design protocols for judicious technology use and consider the
sustainability of employees' psychological energy.

Leadership Evolution in a Hybrid Ecosystem

The shift from a supervision-based leadership model to a trust-based leadership model
is one of the most consistent findings in the reviewed literature. In a hybrid environment, a
leader's ability to lead at a distance becomes a critical competency for team success (Schaufeli
& Bakker, 2004).

The Leader-Member Exchange (LMX) model developed by Graen and Uhl-Bien (1995)
provides a useful framework for understanding these dynamics. The quality of the exchange
relationship between leaders and team members has been shown to retain its significance even
in technology-mediated environments, with leaders who proactively build personal
relationships through one-on-one virtual check-ins demonstrating higher levels of team
engagement (Kniffin et al., 2021; Bailey et al., 2022).
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Organizational Culture as a Critical Moderator

The findings regarding the role of organizational culture confirm the perspective
proposed by Gratton (2021) in his influential book, "The Hybrid Future." Organizations that
successfully maintain or even increase employee engagement in the transition to a hybrid
model are those that proactively manage what Gratton calls "signpost moments" —the key
moments that define the organization's identity and values.

Comparative analysis shows that organizations with high-trust and outcome-oriented
cultures are more successful in maintaining engagement than those with bureaucratic and
process-oriented cultures. This implies that the transformation to hybrid working requires a
deeper cultural transformation (Vyas & Butakhieo, 2021; Spreitzer et al., 2017).

Integrative Model of Employee Engagement in Hybrid Working

Based on the synthesis of SLR findings and bibliometric analysis, this study proposes an
integrative model that illustrates the interaction between various factors that influence
employee engagement in the context of hybrid working. This model positions employee
engagement as a dependent variable influenced by four clusters of factors: (1) individual
factors (self-efficacy, boundary management skills, preferences for autonomy); (2)
interpersonal factors (leader-subordinate relationship quality, team cohesion, coworker
support); (3) organizational factors (flexibility policies, technological infrastructure,
organizational culture); and (4) contextual factors (sociocultural norms, economic conditions,
employment regulations).

This model integrates and expands the Job Demands-Resources (JD-R) framework
introduced by Bakker and Demerouti (2007, 2017), by adding a spatial dimension (work
location) as a moderating variable for the effects of various job resources on engagement. In a
hybrid context, some traditional job resources (such as physical proximity to colleagues and
direct access to managers) undergo transformation, necessitating technology-based functional
replacements (Bakker & Demerouti, 2017).

Research Gaps and Future Research Agenda

Despite the rapidly expanding literature, this review identifies several significant
research gaps. First, the majority of studies (78%) were conducted in developed countries with
established digital infrastructure, thus limiting the generalizability of the findings to
developing countries like Indonesia, which face greater infrastructure disparities (Bailey et al.,
2022).

Second, most studies are cross-sectional, so the causal relationship between hybrid
working and employee engagement still requires confirmation through longitudinal studies.
Third, the perspectives of employees from vulnerable groups—including employees with
disabilities, single parents, and the sandwich generation—remain underrepresented in the
literature, even though these groups may experience different impacts from hybrid
arrangements (Kossek et al., 2015; Page et al., 2021).

When analyzed through the lens of organizational sociology, the massive loss of daily

physical interaction in hybrid work models has the potential to weaken the "organic
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solidarity" —borrowing Emile Durkheim's term—that binds different functions within a
company's social system. Face-to-face interaction is the primary medium through which
cultural values and organizational rituals are naturally transmitted. When these interactions
are replaced by rigid, scheduled digital screens, the social fabric of an organization becomes
depersonalized. Relationships between employees tend to shift from emotionally
comprehensive social connections to purely task-oriented, transactional ones. As a result, the
social capital (such as mutual trust and norms of reciprocity) that typically thrive in physical
communities is eroded. Organizations with a low-trust culture experience social anomie,
where employees feel alienated from the company's collective vision, which directly

undermines the dedication and absorption pillars of employee engagement.

CONCLUSION

This study presents a comprehensive bibliometric analysis and systematic
literature review of 87 scholarly articles discussing employee engagement in the
context of hybrid working from 2019 to 2024. Several key conclusions can be drawn
from this study: 1) Bibliometric Trends: Academic interest in the topic of employee
engagement in hybrid working has accelerated significantly since 2020, fueled by the
COVID-19 pandemic, which catalyzed the transformation of work models globally.
The body of knowledge in this field is divided into four main interconnected thematic
clusters: psychological, technological, managerial, and employee well-being. 2)
Critical Engagement Factors: Five key factors that consistently influence employee
engagement in hybrid working are: flexibility and autonomy, quality of technology
infrastructure, leadership style, work-life balance, and organizational culture.
Flexibility and effective leadership emerged as the factors with the greatest and most
consistent impact in the literature. 3) Paradox and Complexity: The relationship
between hybrid working and employee engagement is complex and non-linear. A
work-life balance paradox exists where hybrid flexibility can simultaneously be a
source of engagement and burnout, depending on individual, interpersonal, and
organizational contextual factors. 4) Practical Implications: The research findings
imply the need for a holistic and contextual approach to designing hybrid working
policies. Organizations are advised to (a) implement clear yet adaptive flexibility
policies, (b) invest in digital leadership training, (c) develop inclusive technology
infrastructure, (d) build integrated employee wellness programs, and (e) proactively
manage organizational culture to ensure an equitable experience for all employees. 5)
Integrative Model: This research produces an integrative model of employee
engagement in hybrid working that extends and updates the JD-R framework by

adding a spatial dimension as a moderator. This model provides a conceptual
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foundation for further empirical research, particularly longitudinal and cross-cultural
research. 6) Research Agenda: The identified research gaps open up extensive research
opportunities, particularly longitudinal studies examining engagement dynamics over
time, research in developing country contexts, and studies examining the experiences

of vulnerable groups in hybrid working ecosystems.
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