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Orientation: Research has yielded conflicting results on the impact of hybrid work and
organisational support on work engagement. Some studies show that hybrid work allows
flexibility and promotes work-life balance, thereby enhancing engagement, while others
highlight challenges such as loneliness, stress and work disturbances that affect performance.
This study contributes to these contrasts through a case study of an Information
Technology (IT) entity in the Western Cape, South Africa, selected for its technological
structure and wide use of hybridisation.

Research purpose: The study explored employee perspectives on the impact of hybrid
workplaces and organisational support on work engagement, applying frameworks such as
social exchange theory, the job demands-resources (JD-R) model and self-determination theory
(SDT).

Motivation for the study: The study was driven by the need to expand knowledge of how
hybrid arrangements and organisational support affect work engagement in an IT entity in the
Western Cape.

Research approach/design and method: Guided by the positivist paradigm, a survey of 218
employees was conducted.

Main findings: Results show that hybrid working significantly influences engagement.
Flexibility increased engagement, and organisational support fostered commitment and
satisfaction.

Practical/managerial implications: The study provides insights for IT organisations,
legislators, Human Resource (HR) professionals and leaders navigating hybrid work
challenges in South Africa’s IT landscape.

Contribution/value-add: Using the theory of work determination, the study contributes to
diverging views on hybrid work and organisational support, offering context-specific analysis
and adding to academic and managerial knowledge.

Keywords: hybrid working; organisational support; employee engagement; information
technology company; employees.

Introduction

With global acceptance that the world of work has transformed in various dimensions, this study
focuses on work arrangements with specific attention on the transition to hybrid work
arrangements and its impact on work engagement. Work engagement is a key construct in people
productivity, making it vital to explore how it is affected by the now common hybrid work
strategies that emerged as a response to the coronavirus disease 2019 (COVID-19) pandemic (Eng
et al., 2024). In the Information Technology (IT) sector (as in other sectors), the failure to conclude
the nature of the relationship between hybrid work, organisational support and work engagement
was observed (Ravhudzulo & Eresia-Eke, 2024; Reddy & Dasari, 2025), and a study of a typical IT
entity was necessary. This study explored how hybrid working affects employee engagement as
mediated by organisational employee support at a Cape Town IT entity. The case study of an IT
sector entity explored in this study typically involves widespread virtual work, and hybrid work
characterises the nature of work. As a result, a study of the IT entity would yield results that can
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be context specific and useful to better understand the lack of
clarity on the effect of hybrid work and organisational
support on work engagement.

Hybrid work arrangements combine on-site and remote
tasks, thereby subjecting employees to different circumstances
at the same workplace (Lamovsek et al., 2025; Thejls Ziegler &
Liitge, 2025). Additionally, hybrid work arrangements have
been viewed in contrasting ways by both employers and
employees. Some studies have found it to threaten work-life
balance and cause burnout and reduced engagement
(Khalid et al., 2024; Kinman 2024), while others have found
the opposite (Volk et al., 2024; Shafariah & Gofur, 2025).
Additionally, a hybrid work paradigm might not be
efficiently supported by some enterprises because of a lack of
digital infrastructure, technology and inadequate policies to
support it (Asriandi et al., 2024). As a result, employees may
struggle to work on-site and to work remotely without
enough support. The resulting challenges may lead to
irritation and inefficiency. In view of these challenges,
organisational support for hybrid work is recognised as
critical to ensure continued productivity. South Africa (like
many other countries) faces the challenge of ensuring
employee engagement, as well as organisational support in
the hybrid work contexts (Marozva & Pelser, 2025). Previous
research has highlighted the difficulties that organisations in
South Africa have in successfully transitioning to hybrid
work models. It has been found that significant obstacles to
effective remote cooperation and communication include
restricted access to technology and stable Internet connectivity
in some areas (Marozva & Pelser, 2025).

Therefore, this study aims to test three hypotheses:

e H1: Hybrid working for the employees in the IT entity
investigated has a statistically significant positive impact
on employee engagement.

e H2: Organisational support will significantly mediate the
relationship between hybrid working and employee
engagement for the employees in the IT entity
investigated.

e H3:There are statistically significant positive relationships
between hybrid working, organisational support and
employee engagement among employees in the IT entity
investigated.

Theoretical framework and literature review

Employee engagement is a key construct in human resource
management because of the desirable outcomes associated
with it. These include enhanced performance, employee
well-being and other favourable organisational outcomes.
Stimulating work engagement entails creating a welcoming
workplace environment where people can focus their
physical, mental and emotional energies. Dan (2024) posits
that work engagement involves vigour, commitment and
total immersion in one’s work. Employee engagement is
related to increased productivity, successful organisational
outcomes and job satisfaction.
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In this study, work engagement is considered from the self-
determination theory (SDT) as first provided in the work of
Ryan and Deci (2024). This theory postulates that people
have innate psychological desires for autonomy, competence
and relatedness. When these demands are met, people
frequently display increased engagement, intrinsic
motivation and general well-being. Ryan and Deci (2024)
provided that autonomy is the desire for self-control and
decision-making; competence is the perception of
competence and efficiency in one’s work; and relatedness
emphasises the value of positive social relationships at work.
Applying the SDT to employee engagement implies giving
workers ownership and control over their roles, giving them
opportunities for feedback and promoting an inclusive
culture, which can all help to increase engagement. Employee
engagement, which is closely tied to intrinsic motivation
and a sense of purpose, can also be increased by fostering
relatedness through teamwork and interpersonal interactions
and competence through training and clear expectations
(Ganguly et al., 2025). By using SDT principles, organisations
can increase employee engagement and well-being (Ganguly
et al., 2025). This study uses the job demands-resources
(JD-R) model advanced by Bakker et al. (2023) to explain the
hybrid work contexts. This theory divides workplace
difficulties into job demands and resources. While
employment resources include organisational, social,
psychological and physical components supporting
professional goals and well-being, job demands involve
physical, mental and emotional activities that can lead to
stress (Bakker et al., 2023). With reference to Bakker et al.
(2023), autonomy and flexibility in the context of hybrid
work come with requirements such as self-control and
maintaining work-life boundaries, which could result in
increased stress and fuzzier work-life borders. However, job
resources like schedule flexibility, shorter commutes and
opportunities for work-life balance can improve autonomy,
work-life balance and leisure time, which suggests that
organisations should actively provide these resources to
maximise the benefits of hybrid work (Eng et al., 2024).
These resources can also increase engagement and well-
being. The views of organisation as adhered to in this study
were informed by the social exchange theory as set out in
Emerson’s 1976 seminal work (Antwi et al., 2024). Social
exchange theory argues that social interactions involve
resource sharing to maximise benefits and reduce costs.
People are more likely to display positive attitudes and
behaviours when they experience success in their
relationships (Antwi et al., 2024). According to this notion,
when organisations offer their staff members many types of
support, such as practical, emotional and informational
help, they feel valued and respond by being more devoted
and engaged. This support satisfies the workforce’s
competence, relatedness and autonomy needs, improving
the working environment and fostering more loyalty.
Organisations can build a healthy exchange relationship
with their employees and increase commitment and
engagement by regularly providing resources and assistance
(Alzadjali & Ahmad, 2024).
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The IT sector and employee engagement in the
hybrid context

The IT sector in South Africa is a highly established and
expanding industry that boosts the nation’s economy
considerably (Udeagha & Ngepah, 2024). South Africa has
one of Africa’s strongest and largest information and
communications technology (ICT) markets composed of
subsectors concentrating on software development, finance
and e-commerce. The Western Cape, one of South Africa’s
nine provinces, has a thriving IT sector (Strydom & Van der
Merwe, 2025). To the IT sector (as in other sectors), employee
engagement is a concept that explains employees’ dedication,
involvement and commitment to their jobs and organisations
(De-la-Calle-Duran & Rodriguez-Sanchez, 2021). Maintaining
employee engagement has become more challenging as more
individuals continue to work remotely (Larson et al., 2020).
Businesses are implementing new tactics to enhance
employee engagement, including enhancing communication
and openness, providing mental health and well-being tools
and giving employees more flexibility (Chanana & Singh,
2024). Strategies for increasing employee engagement are
essential for building a motivated and devoted team.
Employers are presently seeking to ensure the realisation of
employee engagement through appropriate systems in hiring
and orientation, leadership, communication, autonomy and
professional growth, resource availability and support,
training, feedback system, incentives, corporate culture and
attention to top performers. These tactics will help businesses
develop an engaging culture that promotes employee
happiness and productivity (Wu, 2024). Moreover,
organisations are aware of the crucial link between
employee engagement and several favourable organisational
performance metrics and business outcomes, such as
profitability, client satisfaction, business expansion and
productivity (Wu, 2024). Employees participating in hybrid
work arrangements divide their time between the office and
remote work, allowing for social distance while enabling in-
person cooperation and face-to-face meetings (Sengupta &
Al-Khalifa, 2022).

The IT sector is mostly relevant for studying hybrid work
because of its integral appropriateness for remote
duties, strong competition for rare digital talent and the
trade’s extreme exposure to employee weariness and
work-related anxiety (Wilson & Wilson, 2025). These
circumstantial characteristics make employee engagement
and organisational support critical within IT entities.

With this strategy, employees work remotely when necessary
while still present in the office for teamwork and cooperation.
As employees have more influence over their work
environment and schedule, the flexibility offered by hybrid
work arrangements can also boost job satisfaction and
employee retention rates (Thirasak & Rompho, 2024).
Organisational support is a key element for employee
engagement, productivity and happiness. This is confirmed
in some studies (Atiku et al., 2024; Jindain & Gilitwala, 2024)
that found employees are more dedicated to an organisation

Page 3 of 8 . Original Research

http://www.sajhrm.co.za . Open Access

as they feel valued by their employer and supported by their
company. Organisational support is an investment that may
pay off for both employees and companies (Chila &
Devarakonda, 2024).

Reddy and Dasari’s (2025) study of work engagement in
hybrid work arrangements in India found that flexibility
experienced by hybrid workers in the IT industry led to
improved work engagement, while a lack of interaction in
remote hybrid situations reduced employee engagements.
Against these situations, Reddy and Dasari (2025) found
that organisational support in the form of virtual tools and
systems for promoting socialisation can improve work
engagement. Ravhudzulo and Eresia-Eke’s (2024) South
African study of hybrid work and employee engagement in
the IT sector found a positive relationship between the
propensity to telework and work engagement. The study,
however, did not find this relationship to be direct.
Organisational support was found to mediate the
relationship between telework and work engagement. Given
that these results relate to other findings other than the IT
sector, it can be hypothesised that:

H1: Hybrid working for the employees in the IT entity investigated
has a statistically significant positive impact on employee
engagement.

H2: Organisational support will significantly mediate the
relationship between hybrid working and employee engagement for
the employees in the IT entity investigated.

H3: There are statistically significant positive relationships
between hybrid working, organisational support and employee
engagement among employees in the IT entity investigated.

Aim of the study

The study aimed to explore the relationships provided in the
aforementioned section and contribute to understanding
hybrid work and employee engagement in the South African
IT context.

Research design
Research approach

A positivist research paradigm was adopted to examine
relationships between variables through observable and
measurable facts. A quantitative research approach was
chosen to objectively quantify the views of employees
regarding hybrid working engagement and organisational
support. The study adopted deductive reasoning
following the testing of hypothesis as developed from the
literature and making conclusions of the study based on
whether the literature-derived hypothesis was supported
or not supported. The study was also cross-sectional
owing to the need to appreciate the situation across
respondents at a particular time, given the ever-changing
environment.
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Research method

The study used an explanatory survey research design to
explore causal relationships between the independent
variables (hybrid working and organisational support) and
the dependent variable (employee engagement). The
explanatory nature of the study allowed for hypotheses
testing and determination of the mediation effect.

Research participants

The population comprised IT professionals and other
employees (IT staff and support staff) working in a selected
IT company in Cape Town. According to Rajic (2023), the
organisation employed 450 IT staff and support staff
members. A sample size of 218 participants was calculated
using the Raosoft (2004) online calculator, considering a 5%
margin of error, a 95% confidence level and a 50% response
distribution rate. The final number of respondents was 218.

Sampling technique

A non-probability sampling method was used, combining
convenience and purposive sampling. This was adopted to
ensure that participants had something to do with IT and
were engaged in on-site and remote working associated
with hybrid work. Convenience sampling was used by the
researchers to access participants based on availability and
willingness. Purposive sampling was used to select
participants who were relevant to the research objectives,
specifically IT staff and support staff working under hybrid
work arrangements. To avoid bias, support in the selection
of participants was done with the help of the managers at
the entity.

Measuring instrument

The study employed a structured questionnaire with four
sections. Section A was to gather demographic data,
including age, gender, race, employment duration and
educational background. Section B featured a 25-item
hybrid working scale (Tran 2022) using a 5-point Likert
scale (1-5) to assess adaptability, communication, teamwork
and work-life balance. Section C included an 8-item
organisational support scale (Rhoades & Eisenberger, 2002)
using a 7-point Likert scale (1-7) to measure general
organisational support, coworker support and supervisor
support. Section D incorporated a 12-item employee
engagement scale by Gallup (Broderick et al., 2013), utilising
a5-point Likert scale (1-5) to gauge aspects like expectations,
appreciation and growth opportunities. These scales have
reported high reliability coefficients in prior studies. For
example, the hybrid working scale (Tran, 2022) reported
Cronbach’s alpha values ranging from 0.70 to 0.89; the
organisational support scale (Thorsen & Bjorner, 2010;
Taber, 2018) demonstrated a reliability of a = 0.90, and the
Gallup employee engagement scale reported reliability
between 0.84 and 0.95 (Broderick et al., 2013). In the present
study, the scales demonstrated satisfactory internal
consistency with all Cronbach’s alpha values above the
acceptable threshold of 0.70.
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Research procedure

Authorisation was granted by company management.
Participants received clear explanations of study aims and
procedures with voluntary, informed consent secured. Data
were collected using a Google Forms online survey tool,
which was accessible for 2 weeks. Access to participants was
facilitated through a gatekeeper role played by the HR
manager, who distributed the survey link to employees. This
ensured that only eligible respondents within the IT entity
could participate. Ethical protocols complied with university
guidelines and South African data protection standards.

Statistical analysis

Data were analysed using IBM SPSS version 27. Descriptive
statistics were first created to summarise the demographic
features of the sample. Inferential statistics encompassed
linear regression, zero-order correlations and multiple
regression to test hypotheses. Threshold values followed
standard statistical conventions, where significance was
accepted at p < 0.05 and high reliability was indicated by
Cronbach’s alpha > 0.70. Effect sizes were interpreted in line
with Cohen’s (1988) guidelines (f = 0.10 small, 0.30 medium,
0.50 large) (Lovakov & Agadullina, 2021).

Ethical considerations

Ethical clearance to conduct this study was obtained from the
University of the Western Cape, Faculty of Economic and
Management Sciences HSSREC (Ref: HS523/8/16).

Results

In the study, 22 participants (10.1%) were below 25 years old,
102 (46.8%) were between 25 years and 34 years, 63 (28.9%)
were between 35 years and 44 years, 27 (12.4%) were between
45 years and 54 years, while the other 4 (1.8%) were 55 years
and above. In terms of gender, 167 (76.6%) were males, 50
(22.9%) were females, while one individual (0.5%) identified as
non-binary. From the distribution, it could be deduced that
most of the participants were males. A total of 37 (17%)
participants were from the black African ethnic group, 61
(28%) the mixed race ethnic group, 98 (45%) the white ethnic
group and 17 (7.8%) the Indian race group. Four participants
(1.8%) were foreign nationals, while the other individual
(0.5%) preferred not to say. From the distribution, it is shown
that the majority of the employees belong to the mixed race
ethnic group. In terms of employment status, the majority of
the employees 199 (91%) were permanent staff, while the
remaining 19 (9%) were employed on a contract basis. At
the time of conducting the study, most of the employees in the
selected IT company had between 0 and 5 years of experience
with the organisation; 24 (11%) had between 6 years and
10 years of experience, while the other 32 (14.7%) had 10 years
or more with their current organisation. Regarding educational
qualifications, 24 (11%) participants held a matric qualification,
82 (37.6%) were diploma certificate holders, 44 (20.2%) were
degree certificate holders, 35 (16.1%) were honours certificate
holders, 7 (3.2%) were Master’s degree holders, 25 (11.5%) had
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other educational qualifications and one individual (0.5%)
indicated to be a PhD certificate holder. This shows that the
majority of the employees in the IT company were diploma
certificate holders.

The demographic profile of the sample gives significant
context for interpreting the study’s findings. The high
absorption of male participants (76.6%) is noteworthy and
reflects a broader gender disparity prevalent within the
global IT division. This proposes that the viewpoints
captured may be disproportionately male, hypothetically
limiting the transferability of findings to a more gender-
balanced IT labour force. Additionally, the majority of
respondents were aged 25-34 (46.8%) and had 0-5 years of
tenure with the organisation (74.3%). This moderately
young and early-career profile may signify a workforce that
highly values the flexibility and independence offered by
hybrid work provisions, potentially consolidating the
observed positive relationship. The racial distribution, with
a multitude of participants classifying as white (45%)
followed by mixed race (28%), reflects the multifaceted
demographic landscape of the Western Cape. This
distribution should be considered when taking a broad
view of findings to IT companies in other regions of South
Africa or other republics with diverse demographic
structures. Consequently, while the data are precisely
reported, these demographic features are not neutral as
they form a central lens through which the results on hybrid
work and engagement must be viewed.

Hypothesis testing
The impact of hybrid work on employee engagement

Hypothesis: Hybrid working for the employees in the IT entity
investigated has a statistically significant positive impact on employee
engagement.

The hypothesis was tested using linear regression, and the
result is presented in Table 1.

Table 1 presents results on the influence of hybrid working
on employee engagement among employees at the selected
IT entity in Cape Town. It is clear from the table that hybrid
working significantly influenced employee engagement
among employees of the selected IT company (B = 0.555;
t =9.392; R*> = 0.308; p < 0.01). Further, the hybrid working
arrangement accounted for about 30.8% of the variance in
employee engagement within the IT company. The direction
of the beta value indicates that the higher the hybrid working
arrangement that employees have, the more engaged they
are with their assigned tasks and duties (f = 0.555). In other
words, employees who have the chance to work both
physically and online reported higher levels of engagement
with their jobs.

TABLE 1: Linear regression analysis, summary of results on the influence of
hybrid working on employee engagement.
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The relationships between hybrid working, organisational
support and employee engagement

Hypothesis:  There are statistically  significant  positive
relationships between hybrid working, organisational support and
employee engagement among employees in the IT entity
investigated.

The above hypothesis was tested for the relationship between
hybrid working, organisational support and employee
engagement. This was tested using zero-order correlation,
and the results are presented in Table 2.

The table shows that a significant relationship exists between
employee engagement and hybrid working among employees
of the IT company (r = 0.555; p < 0.01). The direction of the
relationship is positive, which implies that the higher the
hybrid working arrangement the organisation has for their
employees, the higher the employees” engagement. The table
also shows that a significant relationship exists between
employee engagement and organisational support (r = 0.770;
p < 0.01). The direction of the relationship is positive;
therefore, it means that the higher the organisational support,
the higher the employee engagement.

In addition, it was discovered that a significant and positive
relationship exists between organisational support and
hybrid working arrangement (r = 0.595; p < 0.01). This means
that the higher the hybrid working arrangement, the higher
the organisational support. Further, multiple regression
analysis that shows the joint influence of hybrid working and
organisational support is shown in Table 3.

Table 3 presents the results on the joint influence of hybrid
working and organisational support on employee engagement
among employees of the IT company. The table shows that
hybrid working arrangements and organisational support
had a significant joint influence on employee engagement
(R=0.779; R*=0.607; F [2,197] = 152.14; p < 0.001). Collectively,
hybrid working arrangements and organisational support
accounted for about 60.7% of the variance in employee
engagement among employees of the IT company.

The strong positive correlations between all variables align
perfectly with the propositions of social exchange theory of
Blau (1964) (Musleh & Cross, 2025) and the JD-R model.

TABLE 2: Zero-order correlation summary of results on the relationship between
hybrid working, organisational support and employee engagement.

SN Variable Mean SD 1 2 3
il Employee engagement 52.24 7.09
2 Hybrid working 104.61 10.73  0.555%*

3 Organisational support 35.74 3.98 0.770** 0.595%*

SN, serial number; SD, standard deviation.
%, < 0.01.

TABLE 3: Multiple regression analysis summary of results on the joint influence
of hybrid working and organisational support on employee engagement.

Predictor B T P R R? F P

Predictor B t P R R? f
Hybrid working 0.555 9.392 <0.001 0.555 0.308 88.16

Hybrid working 0.099 2.106 <0.05 0.779 0.607 152.14 <0.001
Organisational support ~ 1.212 13.771 <0.01

http://www.sajhrm.co.za . Open Access
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The high correlation between organisational support and
engagement (r = 0.770) is particularly noteworthy and
reinforces the meta-analytic findings of prior research, such
as that of Musenze et al. (2021), which found perceived
organisational support is one of the strongest predictors of
employee engagement across various contexts.

The interpretation of these statistical results warrants a
discussion of their practical and theoretical significance. The
standardised beta coefficient (B = 0.555) for the impact of
hybrid work on engagement represents a large effect size
according to Cohen’s (1988) conventions (where 0.10 = small,
0.30 = medium and 0.50 = large). This indicates that the
flexible nature of hybrid work is not just a statistically
significant predictor but a powerfully substantive one for
employee engagement in this context.

The R2 value of 0.308 for the model in Table 1 indicates that
hybrid work arrangements explain approximately 31% of
the variance in employee engagement. In social science
research, where human behaviour is influenced by a
multitude of factors, explaining nearly a third of the variance
with a single variable is considered a strong and substantial
explanatory power.

Furthermore, the multiple regression model (Table 3), which
includes both hybrid work and organisational support,
yields an R? of 0.607. This means the combined model
explains over 60% of the variance in engagement, which is
an exceptionally strong result. The increase in R? highlights
the paramount importance of including organisational
support to fully understand the dynamics of engagement in
a hybrid setting.

Mediation of the mediation relationship between hybrid
working and employee engagement

Hypothesis: Organisational support will significantly mediate the
relationship between hybrid working and employee engagement for
the employees in the IT entity investigated.

Mediation was tested using Hayes” PROCESS macro (Model
4) with 5000 bootstrapped resamples. Table 4 presents the
Baron and Kenny (1986) steps for mediation, while Table 5
reports the more robust bootstrapped indirect effects, which
confirm the mediating role of organisational support.’

Table 4 shows that hybrid working, which is the
independent variable, had a significant influence on the
mediating variable (p < 0.01). Also, the independent

TABLE 4: Summary of results on the mediating role of organisational support on
the relationship between hybrid working and employee engagement.

Outcome Predictor Coefficient t P
Organisational support Hybrid working 0.221 5.930 <0.01
Employee engagement Hybrid working 0.099 2.818 <0.05

Employee engagement Organisational support 1.212 12.798 <0.01

Tables 4 and 5 report unstandardised coefficients (b) from the mediation analysis. This
difference in reporting explains the discrepancy in values across the tables.
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variable (hybrid working) had a significant influence on
the dependent variable (p < 0.05). The mediating variable
(organisational support) was also found to have a
significant influence on the dependent variable (employee
engagement; p < 0.01). These results confirm the
assumptions of Baron and Kenny (1986) that the
independent variable must be able to predict the mediating
variable and the dependent variable, while the mediating
variable must also predict the dependent variable before
the mediating test can be conducted. This was observed in
this study, as shown in Figure 1.

Figure 1 shows the path results of the relationship between
the independent, mediating and dependent variables. The
paths satisfy Baron and Kenny’s (1986) conditions for
mediation (Baron & Kenny, 1986). However, as shown in
Table 5, modern mediation analysis using bootstrapping
provides a more robust confirmation of the indirect effect of
organisational support.

Figure 1 clearly shows the facilitating effect of organisational
support on the connection between hybrid working and
employee engagement. It shows that while hybrid working
has a direct positive impact on employee engagement, a
significant portion of this association is facilitated through
organisational support. Thus, it visually emphasises the
statistical results of the study by indicating that
organisations that actively offer supportive means and
strategies in hybrid work settings significantly enhance
employee engagement results.

From Table 5, it is evident that the total effect yielded a
coefficient of 0.366, while the indirect effect estimate was
0.268. By implication, the division of the indirect coefficient
by the total effect coefficient shows that organisational
support indirectly contributed to about 73% influence in the
relationship between hybrid working and employee
engagement, while hybrid working accounted directly for
about 27% influence in employee engagement. This confirms
that organisational support is a significant mediating

TABLE 5: Indirect and total effects.

Type Effect Estimate  SE Lower Upper t )4
Total IV-DV 0.366 0.037 0.2927 0.4402 9.800 <0.01
Indirect IV-MV-DV 0.268 0.029 0.2099 0.3252 12.798 <0.01

1V, Independent variable; DV, dependent variable; MV, mediating variable; SE, standard error.

Organisational
support (M)

0.221%* 1.212*

Hybrid Employee
working (IV) engagement (DV)

1V, Independent variable; DV, dependent variable; MV, mediating variable.
* p<0.05.

FIGURE 1: Path result of the link between the independent, mediating and
dependent variables.
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variable of the relationship between hybrid working and
employee engagement. The results found in this study
support those of Ravhudzulo and Eresia-Eke (2024) as well
as Reddy and Dasari (2025).

Discussion

The findings confirm that hybrid work arrangements
significantly influence employee engagement in the IT
context. These results are consistent with Reddy and Dasari
(2025), who reported similar effects in the Indian IT sector,
but they contrast with Khalid et al. (2024), who found
negative consequences such as burnout. The strong mediating
effect of organisational support aligns with Ravhudzulo and
Eresia-Eke’s (2024) South African study, highlighting that
support mechanisms are crucial in hybrid environments.

The results also confirmed the mediating role of organisational
support, providing strong evidence for Hypothesis 2 (H2).
Organisational support accounted for approximately 73% of
the total effect of hybrid working on engagement, underscoring
its importance as a central mechanism. This finding aligns
with Ravhudzulo and Eresia-Eke’s (2024) South African study,
which similarly found that support mediated the link between
telework and engagement. From a theoretical perspective,
these results reinforce social exchange theory of Blau (1964)
(Musleh & Cross, 2025), which proposes that when employees
perceive meaningful support from their organisation, they
reciprocate with greater commitment and engagement. The
mediating role also resonates with the JD-R model, where
organisational support operates as a vital resource that reduces
strain and enhances motivation in hybrid work contexts.

In testing Hypothesis 3 (H3), the study revealed that hybrid
working and organisational support jointly accounted for 61%
of the variance in engagement. This is a particularly strong
outcome for social science research and indicates that these two
factors together form a powerful explanatory model. The SDT
further enriches this interpretation: hybrid working provides
autonomy and flexibility, while organisational support
enhances competence and relatedness, jointly satisfying core
psychological needs and fostering deeper engagement.

Practical implications

IT companies should invest in supportive policies and
infrastructure that enable effective hybrid working while
promoting employee well-being and engagement. Policies
on employee support and the promotion of the hybrid work
arrangements should be strengthened. The hybrid work
environment should have good organisational support to
ensure better employee engagement. Organisational
support plays a pivotal role in mediating hybrid working
outcomes, suggesting companies should prioritise
continuous, structured support initiatives.

Limitations and recommendations

The study was limited to a single IT company in Cape
Town, which may affect generalisability. The collection of
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cross-sectional data was expensive and time consuming,
thereby affecting data quality. Future research should include
multiple organisations across different sectors, explore the
longitudinal effects of hybrid working and examine
qualitative employee experiences for richer insights.

Conclusion

The study explored key components of the technological
revolution: hybrid work arrangements and employee
engagement. It examined how the hybrid work contexts affect
work engagement. That study found that a significant
relationship exists between employee engagement and hybrid
working among employees of the IT company. The study also
found evidence that organisational support was important to
mediate the relationship between the hybrid work contexts
and work engagement for the employees in the IT sector.
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