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Abstract – The COVID-19 pandemic catalyzed an irreversible 

transformation in organizational work structures, with hybrid 

models emerging as the predominant paradigm in knowledge-

intensive sectors. This study examines the impact of hybrid work 

arrangements on employee engagement and psychological well-

being within the Indian IT sector, a context characterized by 

collectivist cultural values and traditionally hierarchical 

management structures. Employing a sequential mixed-methods 

design, we collected quantitative data from 312 employees 

across five major Indian IT firms and qualitative data through 

semi-structured interviews with 15 HR managers. Multiple 

regression analysis revealed that work-life integration (β = .41, p 

< .01) and autonomy (β = .32, p < .01) significantly predicted 

psychological well-being, while work-life integration (β = .35, p 

< .01) and autonomy (β = .28, p < .01) positively influenced 

employee engagement. Notably, declining social connectedness 

emerged as a significant predictor of reduced well-being (β = 

.25, p < .01). Qualitative findings identified critical 

organizational challenges including proximity bias, assimilation 

difficulties for new hires, erosion of informal organizational 

culture, and digital presenteeism. Grounded in the Job Demands-

Resources model, we propose a strategic HR framework 

emphasizing Intentional Connectivity, Output-Based 

Performance Management, and Holistic Well-being Support. 

This research contributes to the growing body of literature on 

flexible work arrangements by providing context-specific 

insights for non-Western, collectivist cultures and offers 

actionable recommendations for HR practitioners navigating the 

post-pandemic organizational landscape. 

Keywords: Hybrid work models, employee engagement, 

psychological well-being, Indian IT sector, human resource 

management, work-life integration, social connectedness, Job 

Demands-Resources model, organizational culture 

1. Introduction 

1.1 Background and Context 

The COVID-19 pandemic precipitated the most profound 

reconfiguration of work arrangements in modern organizational 

history. What began as an emergency response evolved into a 

fundamental reimagining of workplace structures, challenging 

century-old assumptions about where, when, and how 

knowledge work should be performed. As organizations 

worldwide transition beyond crisis management, neither full 

remote nor complete office-based models have prevailed. 

Instead, hybrid work—characterized by alternating periods of in-

office and remote work—has emerged as the dominant paradigm 

(Gartner, 2022; Bloom, 2021). 

The Indian Information Technology and IT-enabled Services 

sector, contributing over 9% to national GDP and employing 

approximately 5.4 million professionals (NASSCOM, 2023), has 

positioned itself at the vanguard of this transformation. However, 

the implementation of hybrid work in India transcends mere 

logistical restructuring; it represents a profound cultural and 

managerial inflection point. Indian organizational culture, shaped 

by collectivist values where social relationships and group 

cohesion are paramount (Hofstede, 1984), has traditionally relied 

on physical co-location as the foundation for mentorship, 

informal knowledge transfer, and cultural reinforcement. 

1.2 Research Problem and Significance 

While global research on remote and hybrid work has 

proliferated, a critical gap persists in understanding how these 

models function within non-Western, collectivist contexts. The 

unique confluence of Indian work culture, extended family 

structures, hierarchical management styles, and infrastructural 

realities demands context-specific empirical investigation. 

Furthermore, existing studies often examine either engagement 

or well-being in isolation, missing the complex interplay 

between these interconnected outcomes. 

This research addresses these gaps by investigating: How do key 

dimensions of hybrid work models—autonomy, work-life 

integration, and social connectedness—simultaneously 

influence employee engagement and psychological well-being 

in the Indian IT sector? 

1.3 Research Objectives 

This study pursues three primary objectives: 

1. To empirically examine the relationships between 

hybrid work dimensions (autonomy, work-life 

integration, social connectedness) and employee 

engagement in Indian IT organizations 

2. To assess the impact of these dimensions on 

psychological well-being within the same context 

3. To identify organizational challenges and develop 

evidence-based HR strategies for sustainable hybrid 

work implementation in collectivist cultures 
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The findings will provide actionable insights for HR 

practitioners and organizational leaders in India and similar 

emerging economies, enabling evidence-based policy 

development that maximizes hybrid work benefits while 

mitigating inherent risks. 

2. Literature Review 

2.1 The Evolution and Typology of Hybrid Work Models 

Remote work, while not novel, remained largely peripheral in 

pre-pandemic organizational practice (Gajendran & Harrison, 

2007). The forced migration to virtual operations during 

COVID-19 demonstrated the viability of knowledge work 

outside traditional office environments, fundamentally altering 

organizational calculus. Post-pandemic, hybrid models have 

crystallized as the equilibrium point between employee demands 

for flexibility and organizational needs for collaboration and 

culture-building (Bloom, 2021). 

Hybrid work encompasses diverse configurations, ranging from 

employee-choice flexibility to mandated in-office schedules. In 

the Indian IT context, the predominant model requires 

employees to work in-office 2-3 days weekly, with remaining 

days remote—a structure that forms the focus of this 

investigation. 

2.2 Employee Engagement: Conceptualization and 

Antecedents 

Schaufeli and Bakker (2004) define employee engagement as "a 

positive, fulfilling, work-related state of mind characterized by 

vigor, dedication, and absorption." This construct has 

demonstrated robust predictive validity for individual 

performance, organizational citizenship behavior, and retention 

(Bakker & Demerouti, 2007). In the Indian context, engagement 

correlates strongly with supervisory support, career development 

opportunities, and organizational identification (Bhatnagar, 

2007). 

The transition to hybrid models disrupts traditional engagement 

mechanisms. Physical presence, historically a signal of 

commitment and a conduit for recognition, becomes intermittent. 

The challenge for organizations becomes maintaining 

engagement through structural changes that fundamentally alter 

visibility, accessibility, and informal interaction patterns. 

2.3 Psychological Well-being at Work: Beyond Stress 

Reduction 

Contemporary conceptualizations of workplace well-being 

extend beyond the absence of stress to encompass positive 

psychological states. Self-Determination Theory (Ryan & Deci, 

2000) identifies three fundamental psychological needs: 

autonomy (self-governance), competence (mastery and 

effectiveness), and relatedness (meaningful connection). Warr's 

(1990) vitamin model similarly emphasizes the importance of 

environmental clarity, social support, and valued social position. 

Hybrid work presents a paradox for well-being. The autonomy 

and flexibility it affords can enhance well-being by enabling 

better management of work and personal life domains. 

Conversely, boundary ambiguity, social isolation, and the 

"always-on" culture risk depleting well-being resources, 

particularly in cultures where work-life boundaries are already 

porous. 

2.4 Critical Dimensions of Hybrid Work 

2.4.1 Autonomy and Flexibility 

Autonomy—the perception of control over work timing, 

location, and methods—constitutes a core job resource in the JD-

R framework (Bakker & Demerouti, 2007). Meta-analytic 

evidence suggests that workplace autonomy positively correlates 

with job satisfaction and negatively with burnout (Gajendran & 

Harrison, 2007). Hybrid models theoretically enhance autonomy 

by decoupling work from fixed spatial and temporal constraints. 

2.4.2 Work-Life Integration 

Unlike the traditional work-life "balance" metaphor suggesting 

separate spheres requiring equilibration, work-life integration 

recognizes the permeable boundaries between domains (Brough 

et al., 2014). In India, where extended family obligations are 

significant and gender roles often traditional, hybrid flexibility 

can alleviate the strain of dual responsibilities. However, this 

flexibility carries the risk of work encroaching into personal 

time, particularly in always-connected digital environments. 

2.4.3 Social Connectedness and Organizational Culture 

Social connectedness—the subjective sense of relational 

closeness with colleagues—serves as a critical psychological 

resource (Lee & Robbins, 1995). Golden (2006) demonstrates 

that reduced face-to-face interaction can weaken social bonds, 

impede informal learning, and generate feelings of professional 

isolation. This vulnerability is magnified in collectivist cultures 

where workplace relationships extend beyond transactional 

exchanges to fulfill deeper needs for belonging and identity. 

2.5 The Indian Cultural Context 

Hofstede's (1984) cultural dimensions framework characterizes 

Indian culture as high in collectivism and power distance. 

Collectivism manifests in strong in-group loyalty, preference for 

group harmony, and reliance on interpersonal networks. High 

power distance is reflected in acceptance of hierarchical 

structures and deference to authority. These cultural 

characteristics have historically shaped Indian organizational 

practices, emphasizing face-time, visible deference, and 

relationship-based collaboration. 

Hybrid work challenges these norms. The reduction in physical 

presence potentially disrupts established hierarchies and 

diminishes opportunities for the informal relationship-building 

that lubricates Indian organizational functioning. Understanding 

how these cultural dynamics interact with hybrid work structures 

is essential for effective implementation. 

2.6 Research Gap and Contribution 

Despite growing interest in hybrid work, three significant gaps 

persist: 

1. Geographic bias: Most empirical research originates 

from Western, individualistic contexts, limiting 
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generalizability to collectivist cultures Mental Health 

and Wellness Resources:** 

o Provide access to Employee Assistance 

Programs (EAPs) with culturally competent 

counselors 

o Offer workshops on stress management, time 

management, and boundary-setting in hybrid 

contexts 

o Create peer support groups for employees 

navigating similar work-life integration 

challenges 

o Conduct regular pulse surveys on well-being 

indicators with responsive action planning 

2. Ergonomic and Infrastructure Support: 

o Provide stipends or equipment for home office 

setups (chairs, monitors, internet connectivity) 

o Offer guidance on creating productive home 

workspaces 

o Address infrastructural inequities (recognizing 

that not all employees have equivalent home 

working conditions) 

3. Redesigned Onboarding: The "Phygital" Approach: 

o Mandate intensive in-person presence (4-5 

days/week) during the first 2-3 months for new 

hires 

o Pair structured formal training with 

unstructured time for relationship-building and 

cultural absorption 

o Create explicit pathways for new employees to 

build networks across functions 

o Gradually transition to standard hybrid 

schedule only after cultural integration 

o Assign dedicated onboarding buddies who 

commit to regular check-ins 

4. Family and Life Stage Support: 

o Recognize that flexibility needs vary by life 

stage (parents, caregivers, single professionals) 

o Provide resources specific to common Indian 

family dynamics (eldercare, multi-generational 

households) 

o Flexible benefits that employees can customize 

based on personal circumstances 

6.4 Addressing the Proximity Bias Challenge 

The proximity bias finding deserves special attention as it 

represents a fundamental threat to hybrid work sustainability. 

Organizations must recognize that this bias operates largely 

unconsciously and requires systemic intervention, not just 

awareness training. Specific recommendations include: 

1. Assignment Rotation Systems: Implement transparent 

processes for high-visibility project assignments that 

rotate opportunities regardless of office presence 

2. Virtual First Culture: Make virtual participation the 

default for all meetings, with in-person attendance as 

optional enhancement rather than expectation 

3. Documentation Requirements: Require managers to 

document rationales for assignment and promotion 

decisions, making implicit bias more visible 

4. Compensation Analysis: Regular statistical analysis of 

compensation patterns controlling for performance 

metrics to identify and address presence-based 

disparities 

6.5 Organizational Culture in Hybrid Settings: From 

Emergence to Intentionality 

The qualitative finding regarding cultural erosion suggests a 

fundamental shift: organizational culture can no longer be 

primarily emergent and ambient. In hybrid settings, culture must 

become more intentional and designed. This requires: 

1. Explicit Culture Codification: Articulating values, 

norms, and expected behaviors more formally than 

required in co-located settings 

2. Cultural Rituals and Ceremonies: Creating structured 

moments that embody organizational values (virtual or 

in-person town halls, recognition ceremonies, 

traditions) 

3. Story-Telling and Narrative: Using organizational 

communication to share stories that reinforce culture 

across distributed employees 

4. Cultural Guardians: Designating and empowering 

"culture champions" who actively work to maintain and 

transmit organizational identity 

6.6 Limitations and Future Research Directions 

While this study provides valuable insights, several limitations 

warrant acknowledgment and suggest directions for future 

research. 

6.6.1 Methodological Limitations 

1. Cross-Sectional Design: The study's snapshot 

approach prevents causal inference. While regression 

analysis reveals associations, longitudinal research 

tracking employees through hybrid transition would 

strengthen causal claims. Future research should 

employ panel designs to examine how the relationships 

between hybrid work dimensions and outcomes evolve 

over time. 

2. Sector Specificity: This research focused exclusively 

on the IT sector, which represents an ideal context for 

hybrid work (knowledge-intensive, digital 

infrastructure, educated workforce). Findings may not 

generalize to manufacturing, retail, healthcare, or other 

sectors with different work characteristics. Comparative 

research across industries would illuminate boundary 

conditions. 
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3. Self-Report Bias: All quantitative measures relied on 

employee self-reports, creating potential common 

method bias. Future studies should incorporate 

objective performance data, supervisor ratings, and 

physiological well-being indicators (sleep patterns, 

stress biomarkers) to triangulate findings. 

4. Geographic Concentration: While spanning multiple 

organizations, all participants were from major IT hubs 

(primarily Bangalore, Hyderabad, Pune). Employees in 

smaller cities or tier-2 locations may have different 

experiences based on infrastructure availability and 

cultural norms. 

6.6.2 Theoretical Extensions 

1. Moderator Analysis: Future research should examine 

individual and organizational moderators of the 

relationships identified. For example: 

o Does personality (introversion vs. 

extraversion) moderate the importance of 

social connectedness? 

o Do organizational size and maturity influence 

cultural vulnerability in hybrid settings? 

o How does leadership style (transformational 

vs. transactional) moderate proximity bias? 

2. Temporal Dynamics: How do the effects of hybrid 

work change over time? Do initial benefits plateau or 

diminish? Does adaptation reduce the negative impact 

of reduced social connectedness? Longitudinal research 

could identify critical time points and trajectory 

patterns. 

3. Career Stage Effects: This study controlled for tenure 

but did not deeply examine career stage. Early-career 

employees may experience hybrid work differently than 

mid-career or senior professionals. Research 

specifically examining developmental implications 

would be valuable. 

4. Team-Level Analysis: While this study focused on 

individual-level outcomes, hybrid work fundamentally 

operates at the team level. Multi-level modeling 

examining team-level variables (team hybrid 

configuration, team psychological safety, team 

performance) would extend understanding. 

6.6.3 Cross-Cultural Comparative Research 

Given the cultural specificity revealed in this study, systematic 

cross-cultural comparison would significantly advance theory. 

Comparative studies could examine: 

• Within-Culture Variation: Do regional differences 

within India (North vs. South, urban vs. semi-urban) 

influence hybrid work experiences? 

• Cross-National Comparison: How do findings from 

India compare to other Asian collectivist cultures 

(China, Japan, Indonesia) versus Western individualistic 

cultures? 

• Cultural Dimension Interactions: How do specific 

cultural dimensions (collectivism, power distance, 

uncertainty avoidance) interact with hybrid work 

structures? 

6.6.4 Organizational Outcomes 

This study focused on individual-level outcomes (engagement, 

well-being). Future research should examine organizational-level 

impacts: 

• Innovation and creativity in hybrid versus co-located 

teams 

• Organizational culture strength and alignment in hybrid 

organizations 

• Financial performance and productivity metrics 

• Talent acquisition and retention rates under different 

hybrid configurations 

6.6.5 Intervention Research 

The framework proposed in this study requires empirical 

validation. Experimental or quasi-experimental research 

implementing specific interventions (e.g., structured connectivity 

programs, output-based performance systems) with control 

groups would establish causal evidence for recommended 

practices. 

7. Conclusion 

This mixed-methods investigation of hybrid work in the Indian 

IT sector reveals a complex, nuanced reality that defies simple 

characterization as either opportunity or threat. The findings 

paint a picture of a work model with genuine transformative 

potential—offering autonomy, flexibility, and work-life 

integration that resonate deeply with Indian employees' needs—

while simultaneously introducing novel risks that threaten the 

social and cultural fabric essential to organizational functioning 

in collectivist contexts. 

7.1 Synthesis of Key Insights 

The Promise Realized: Hybrid work delivers measurable 

benefits. Autonomy and work-life integration emerge as 

powerful resources that significantly enhance both engagement 

and well-being. For Indian IT professionals navigating complex 

family obligations, urban congestion, and the desire for greater 

control over their lives, hybrid work represents meaningful 

progress. The statistical evidence is unambiguous: these benefits 

are real and substantial. 

The Cultural Challenge: However, the Indian organizational 

context presents distinctive vulnerabilities. The erosion of social 

connectedness, while statistically significant, represents only the 

quantitative echo of a deeper qualitative concern. The rich 

interview data reveals that what is at risk is not merely individual 

connection but the very mechanisms through which Indian 

organizations have traditionally functioned: relationship-based 

collaboration, informal mentoring, emergent culture, and 

spontaneous innovation. These elements, taken for granted in co-

located settings, prove fragile in hybrid arrangements. 

The Implementation Gap: The qualitative findings expose that 

the potential of hybrid work is often undermined by 
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implementation failures. Proximity bias creates de facto inequity 

that contradicts the flexibility promise. Digital presenteeism 

transforms autonomy into its opposite. Poor assimilation 

processes leave new hires culturally adrift. These are not 

inevitable consequences of hybrid work but rather symptoms of 

organizations attempting to operate new structures with old 

assumptions and practices. 

7.2 The Path Forward: From Adaptation to Transformation 

The central insight of this research is that successful hybrid work 

in India—and likely in similar collectivist contexts—requires 

more than adaptation; it demands transformation. Organizations 

cannot simply overlay hybrid schedules onto existing 

management practices and cultural assumptions. Instead, they 

must fundamentally reimagine several core elements: 

From Ambient to Intentional: Culture, connection, and 

learning can no longer be primarily emergent byproducts of co-

location. They must become designed, deliberate, and actively 

maintained through new structures and rituals. 

From Presence to Performance: Evaluation systems must 

evolve from implicit reliance on visibility and face-time to 

explicit focus on outcomes and deliverables, requiring new 

metrics, processes, and managerial capabilities. 

From Universal to Personalized: Well-being support must 

recognize the heterogeneity of employee circumstances—life 

stages, family structures, home working conditions—providing 

personalized resources rather than one-size-fits-all programs. 

From Individual to Systemic: Addressing hybrid work 

challenges requires system-level intervention, not just individual 

skill-building. Proximity bias, for example, cannot be solved 

through awareness alone but requires restructured assignment 

processes, compensation audits, and accountability mechanisms. 

7.3 Implications for the Future of Work in India 

This research arrives at a critical juncture for Indian 

organizations. The post-pandemic window for permanent work 

structure decisions is closing. Organizations that view hybrid 

work as a temporary accommodation or reluctant concession will 

likely struggle to compete for talent in an increasingly mobile 

global market. Conversely, those that embrace the challenge of 

thoughtful implementation—investing in the infrastructure, 

policies, and cultural evolution required—will gain sustainable 

competitive advantage through enhanced engagement, well-

being, and the ability to attract diverse talent. 

For India specifically, successful hybrid work could have 

implications beyond organizational performance. It could enable 

greater workforce participation by individuals with mobility 

constraints, caregiving responsibilities, or geographic limitations. 

It could reduce environmental impact through decreased 

commuting. It could redistribute economic opportunity away 

from dense urban centers to smaller cities. But these societal 

benefits will only materialize if organizations solve the 

implementation challenges identified in this research. 

 

7.4 The Verdict: Conditional Promise 

Returning to the core research question—how do key dimensions 

of hybrid work influence engagement and well-being in the 

Indian IT sector—the evidence suggests a verdict of conditional 

promise. The benefits are genuine and significant, but they are 

not automatic or guaranteed. They depend entirely on thoughtful, 

evidence-based implementation that acknowledges cultural 

specificities, addresses emergent challenges, and commits to 

continuous evolution. 

The success of hybrid work in India will ultimately depend not 

on technology, infrastructure, or policy documents, but on the 

commitment of HR leaders and organizational decision-makers 

to humanize the model. This means preserving the human 

elements—connection, culture, mentorship, equity—that 

physical co-location once provided, while leveraging the 

flexibility and autonomy that technology now enables. It means 

recognizing that in a collectivist culture, individual well-being 

cannot be divorced from social connection, and organizational 

performance cannot be divorced from cultural health. 

7.5 Final Reflection 

The COVID-19 pandemic forced a natural experiment in remote 

work. As organizations now intentionally design their post-

pandemic futures, they face a choice: replicate the past, with its 

assumed necessity of constant co-location, or forge a new path 

that genuinely transforms how, where, and when work happens. 

This research suggests that the latter path—the path of genuine 

transformation—is both challenging and possible. It requires 

acknowledging that hybrid work is not simply a scheduling 

adjustment but a fundamental reorganization of the employment 

relationship, one that demands new social contracts, new 

leadership capabilities, and new organizational designs. 

For the Indian IT sector, the stakes are particularly high. As a 

globally competitive industry that has long led Indian economic 

growth, the choices made about work structures will influence 

not only organizational success but also broader patterns of 

employment, urbanization, and quality of life across the country. 

The findings of this study provide a evidence-based foundation 

for those choices, illuminating both the promise and the pitfalls 

of the hybrid era. 

The future of work in India is being written now, in the decisions 

made by HR leaders, managers, and employees navigating the 

complexities of hybrid arrangements. This research suggests that 

future will be neither dystopian nor utopian, but rather 

pragmatically optimistic—a future where flexibility and 

connection, autonomy and culture, individual well-being and 

organizational performance can coexist, but only through 

deliberate design, continuous learning, and unwavering 

commitment to human flourishing alongside organizational 

success. 

 

 

 

 

https://ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                          Volume: 09 Issue: 10 | Oct - 2025                                SJIF Rating: 8.586                                       ISSN: 2582-3930                                                                                                                                               

 

© 2025, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM52968                                                     |        Page 6 
 

References 

1. Bakker, A. B., & Demerouti, E. (2007). The Job 

 Demands-Resources model: State of the art. Journal  of 

Managerial Psychology, 22(3), 309-328. 

 https://doi.org/10.1108/02683940710733115 

2. Bhatnagar, J. (2007). Talent management strategy of 

 employee engagement in Indian ITES employees: 

 Key to retention. Employee Relations, 29(6), 640-

 663. https://doi.org/10.1108/01425450710826122 

3. Bloom, N. (2021). Hybrid is the future of work. 

Stanford Institute for Economic Policy Research. 

Retrieved from https://siepr.stanford.edu 

4. Braun, V., & Clarke, V. (2006). Using thematic 

 analysis in psychology. Qualitative Research in 

 Psychology, 3(2), 77-101. 

 https://doi.org/10.1191/1478088706qp063oa 

5. Brough, P., Timms, C., O'Driscoll, M. P., Kalliath, T., 

Siu, O. L., Sit, C., & Lo, D. (2014). Work–life balance: 

A longitudinal evaluation of a new measure across 

Australia and New Zealand workers. The International 

Journal of Human Resource Management, 25(19), 

2724-2744. 

https://doi.org/10.1080/09585192.2014.899262 

6. Creswell, J. W., & Clark, V. L. P. (2017). Designing 

and conducting mixed methods research (3rd ed.). 

SAGE Publications. 

7. Gajendran, R. S., & Harrison, D. A. (2007). The good, 

the bad, and the unknown about telecommuting: Meta-

analysis of psychological mediators and individual 

consequences. Journal of Applied Psychology, 92(6), 

1524-1541. https://doi.org/10.1037/0021-

9010.92.6.1524 

8. Gartner. (2022). Gartner HR survey reveals 90% of 

organizations will combine remote and on-site working 

post-coronavirus pandemic. Retrieved from 

https://www.gartner.com 

9. Golden, T. D. (2006). Avoiding depletion in virtual 

work: Telework and the intervening impact of work 

exhaustion on commitment and turnover intentions. 

Journal of Vocational Behavior, 69(1), 176-187. 

https://doi.org/10.1016/j.jvb.2006.02.003 

10. Hackman, J. R., & Oldham, G. R. (1975). Development 

of the Job Diagnostic Survey. Journal of Applied 

Psychology, 60(2), 159-170. 

https://doi.org/10.1037/h0076546 

11. Hofstede, G. (1984). Culture's consequences: 

International differences in work-related values (Vol. 

5). SAGE Publications. 

12. Lee, R. M., & Robbins, S. B. (1995). Measuring 

belongingness: The Social Connectedness and the 

Social Assurance scales. Journal of Counseling 

Psychology, 42(2), 232-241. 

https://doi.org/10.1037/0022-0167.42.2.232 

13. NASSCOM. (2023). Strategic review 2023: The IT-

 BPM sector in India. National Association of 

 Software and Service Companies. Retrieved from 

 https://www.nasscom.in 

14. Ryan, R. M., & Deci, E. L. (2000). Self-determination 

theory and the facilitation of intrinsic motivation, social 

development, and well-being. American Psychologist, 

55(1), 68-78. https://doi.org/10.1037/0003-

066X.55.1.68 

15. Schaufeli, W. B., & Bakker, A. B. (2004). Job 

 demands, job resources, and their relationship with 

 burnout  and engagement: A multi-sample study. 

 Journal of Organizational Behavior, 25(3), 293-315. 

 https://doi.org/10.1002/job.248 

16. Schaufeli, W. B., Bakker, A. B., & Salanova, M. 

 (2006). The measurement of work engagement with  a 

 short questionnaire: A cross-national study. 

 Educational and Psychological Measurement, 66(4), 

 701-716. https://doi.org/10.1177/0013164405282471 

17. Warr, P. (1990). The measurement of well-being and 

 other aspects of mental health. Journal of 

 Occupational Psychology, 63(3), 193-210. 

 https://doi.org/10.1111/j.2044-8325.1990.tb00521.x 

 

 

 

 

 

 

 

 

 

BIOGRAPHIES (Optional  not mandatory ) 

 

 

 

Prof. Ilyas Ur Rahman, the first 

Ph.D. Principal and Professor in 

Business Management appointed 

by the O.U Panel. With over three 

decades of distinguished 

experience, he has excelled as a 

Principal and administrator. 

 

A proud Osmanian, he holds 

a Master’s Degree in Commerce, 

Dual MBA specializations in HR 

and Marketing, and a Ph.D. in 

Business Management, all from 

Osmania University. 

 

Prof. Ilyas Ur Rahman’s career 

reflects wisdom, integrity, and 

expertise. He has made significant 

contributions to academics and 

administration, including 

publishing 30 national and 22 

 

https://ijsrem.com/
https://doi.org/10.1111/j.2044-8325.1990.tb00521.x


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                          Volume: 09 Issue: 10 | Oct - 2025                                SJIF Rating: 8.586                                       ISSN: 2582-3930                                                                                                                                               

 

© 2025, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM52968                                                     |        Page 7 
 

international journal articles. 

 

His presentation of research work 

and insights delivered in Reputed 

universities of USA was very well 

accepted and applauded all over the 

world. Notably, he is the first 

Muslim minority research 

supervisor in the Department of 

Business Management and was 

among the first to be appointed as a 

professor by Osmania University. 

 

Renowned for his visionary 

leadership and adaptability, Prof. 

Ilyas Ur Rahman has transformed 

the college, increasing student 

intake from 60 to 360 while 

prioritizing academic excellence 

and holistic development. His 

pioneering achievements and 

research have earned accolades for 

both himself and the institution, 

firmly establishing its legacy of 

excellence. A true innovator, he 

remains confident, self-reliant, and 

unafraid to stand firm even in 

challenging situations. 

 

 

 

 

 

 

 

 

 

 

https://ijsrem.com/

