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Abstract

Remote working has become an increasingly important feature of digitally mediated
academic work in China’s higher education sector, where faculty members perform teaching,
research, student supervision, academic service, and administrative responsibilities across
different times and locations. Although remote working can provide greater autonomy and
flexibility, it may also increase workload, work pace, time pressure, and difficulties in
maintaining work-life boundaries. Previous studies have examined work intensity and work
flexibility separately, but limited attention has been given to how these contrasting remote
working conditions jointly influence faculty members’ job performance and the psychological
mechanism through which these effects occur. Guided by Job Demands—Resources (JD-R)
Theory and Work Engagement Theory, this paper develops a framework linking work intensity
and work flexibility to faculty job performance through employee engagement. Work
intensity is conceptualised as a job demand, whereas work flexibility is conceptualised as a
job resource. Employee engagement is proposed as the mediating mechanism through which
these contrasting remote working conditions influence job performance. The proposed study
focuses on full-time faculty members with remote working experience in three public
universities in Jinan City, Shandong Province, China. A quantitative cross-sectional survey
design is proposed, using purposive sampling and Partial Least Squares Structural Equation
Modelling (PLS-SEM) for hypothesis testing. This paper contributes to the literature by
distinguishing the demand and resource characteristics of remote work, examining their
contrasting relationships with engagement and performance within one framework, and
extending remote working research to the underexamined context of Chinese public higher
education.

Keywords: Remote Working; Work Intensity, Work Flexibility, Employee Engagement, Job
Performance, Public Universities
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Introduction

Faculty members’ job performance has become an important issue in higher education
research and practice because faculty work encompasses multiple responsibilities, including
teaching, research, academic service, and administration (Sun & Yoon, 2025). At the same
time, remote working has become an increasingly established feature of digitally mediated
work as information and communication technologies allow employees to perform work
beyond conventional workplaces (Allen et al., 2015). Research suggests that remote working
should not be treated as a uniform work arrangement because its outcomes depend on how
it is designed, implemented, and experienced by employees (Allen et al., 2015; Wang et al.,
2021). Remote working can increase autonomy and reduce work—family conflict, while more
recent evidence from a randomised trial shows that hybrid working can improve job
satisfaction and retention without reducing employee performance (Gajendran & Harrison,
2007; Bloom et al., 2024). This mixed nature of remote working is particularly relevant to
higher education, where faculty members perform multiple academic responsibilities across
different times, locations, and digital environments.

The importance of studying remote working lies in the specific demands and resources that
faculty members experience within these working arrangements. Two conditions are
particularly relevant to this issue: work intensity and work flexibility. Work intensity reflects
the amount and pace of work and the sustained effort required to complete work
responsibilities, whereas work flexibility concerns employees’ ability to exercise greater
control over when and where their work is performed (Spector & Jex, 1998; Hill et al., 2008).
These conditions represent contrasting aspects of remote working from a Job Demands—
Resources perspective. High work intensity may consume employees’ physical and
psychological resources, whereas work flexibility may provide greater autonomy and facilitate
more effective organisation of work (Bakker & Demerouti, 2017). For faculty members who
must coordinate teaching, research, assessment, academic service, and administrative
responsibilities, understanding how these demands and resources influence engagement and
performance is particularly important.

China’s higher education sector provides a relevant context for examining these relationships.
The continuing digital transformation of higher education has expanded the use of online
teaching, digital platforms, virtual communication, smart education systems, and technology-
supported academic collaboration. National education digitalisation initiatives have
encouraged the integration of digital technologies into university teaching, research, and
academic management (Ministry of Education of the People’s Republic of China, 2022, 2023).
In 2024, China had 3,119 higher education institutions and 2.1635 million full-time teachers
in higher education, demonstrating the substantial scale of the academic workforce affected
by digital transformation (Ministry of Education of the People’s Republic of China, 2025).
Recent empirical evidence further indicates that digital transformation positively predicts
faculty performance through digital self-efficacy, with task—technology fit shaping this
relationship (Sun & Yoon, 2025). Shandong Province has likewise promoted the integration of
digital technologies into education, while Jinan City has a substantial concentration of higher
education institutions and faculty members. These developments provide an appropriate
context for examining how remote working demands and resources may influence faculty
members’ job performance.
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Within this context, work intensity and work flexibility may have contrasting implications for
faculty members’ job performance. Work intensity can be understood as a job demand
involving greater amounts of work, faster work pace, and sustained effort, which may require
employees to invest considerable physical and psychological resources (Spector & Jex, 1998;
Bakker & Demerouti, 2017). In remote working environments, continuous digital connectivity,
extended availability, overlapping responsibilities, and blurred boundaries between work and
non-work may further increase the demands experienced by employees (Wang et al., 2021).
In contrast, work flexibility reflects employees’ ability to make choices regarding when,
where, and for how long they perform work-related tasks (Hill et al., 2008). Temporal and
spatial flexibility may provide faculty members with greater control over their working
arrangements and enable them to coordinate different academic responsibilities more
effectively. Examining these two dimensions together therefore allows remote working to be
understood as a combination of a central job demand and a central job resource rather than
simply as the location from which work is performed.

This topic is worth studying because existing empirical evidence indicates that the effects of
remote and flexible working depend substantially on the working conditions experienced by
employees. Nagshbandi et al. (2024) found among university employees that flexible work
positively influenced both work engagement and job performance, whereas telework itself
had no significant effect on either outcome. Arifah et al. (2025) similarly found among
university lecturers that flexible working arrangements were positively associated with work
engagement and lecturer performance, with work engagement serving as an important
mechanism linking flexibility to performance. In contrast, evidence reviewed by Mauno et al.
(2023) shows that quantitative work intensification, characterised by increased pace,
workload, and effort, is generally associated with adverse motivational and performance-
related outcomes, including lower work engagement and poorer work-related performance.
These findings indicate that the consequences of remote working may depend less on remote
working itself than on the balance between the demands and resources embedded within the
arrangement. This provides the primary motivation for examining work intensity and work
flexibility together rather than treating remote working as a single and uniform condition.
Such an approach may provide a more complete account of the conditions under which
remote academic work supports or constrains faculty members’ engagement and
performance.

Against this background, the present study proposes an integrated framework explaining how
work intensity and work flexibility may influence faculty members’ job performance in
selected public universities in Jinan City, Shandong Province, China. Drawing on Job
Demands—Resources Theory and Work Engagement Theory, the framework conceptualises
work intensity as a job demand and work flexibility as a job resource, with employee
engagement proposed as the psychological mechanism through which these contrasting
conditions may influence job performance. Engagement is characterised by vigour,
dedication, and absorption (Schaufeli et al., 2002), and higher levels of engagement have
been associated with stronger job performance (Rich et al., 2010; Christian et al., 2011). High
work intensity may reduce engagement by consuming employees’ energy and limiting
opportunities for recovery, whereas work flexibility may strengthen engagement by
increasing autonomy and enabling faculty members to organise their work more effectively.
The study therefore examines the direct relationships between work intensity and work
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flexibility and faculty members’ job performance, as well as the mediating role of employee
engagement. The contribution of the study lies in bringing a demand-related and a resource-
related dimension of remote working together within one explanatory framework, while
using employee engagement to examine the psychological mechanism linking both conditions
to faculty job performance. It also extends the empirical discussion of remote working to
faculty members in Chinese public universities, a context in which academic responsibilities
are increasingly performed across digitally mediated and flexible working arrangements.

Remote Working

Remote working refers to arrangements in which employees perform some or all of their
regular duties away from a conventional central workplace through the use of information
and communication technologies (Allen et al., 2015; Wang et al., 2021). In higher education,
remote working enables faculty members to undertake activities such as online teaching,
research collaboration, student communication and supervision, virtual meetings, academic
service, and administrative work beyond the traditional university workplace. The continuing
digitalisation of higher education has therefore increased the relevance of remote and
technology-mediated academic work.

Previous research demonstrates that remote working can generate both benefits and
challenges. Gajendran and Harrison (2007) found that telecommuting was generally
associated with greater perceived autonomy, lower work—family conflict, and favourable
work outcomes. Allen et al. (2015) further showed that the consequences of telecommuting
vary according to factors such as its extent, job characteristics, and organisational context.
Wang et al. (2021) identified work—home interference, ineffective communication,
procrastination, and loneliness as major remote working challenges and highlighted the roles
of workload, autonomy, social support, monitoring, and self-discipline. These findings suggest
that remote working itself does not automatically improve or reduce employee performance.
Rather, its consequences depend substantially on the specific working conditions employees
experience. This paper therefore focuses particularly on work intensity as a job demand and
work flexibility as a job resource.

Work Intensity

Work intensity refers to the degree of effort employees are required to expend during
working time and is commonly reflected in the amount and pace of work, time pressure, and
sustained effort (Green, 2004). It differs conceptually from working hours because it concerns
how demanding work is during the available working period rather than simply how long
employees work. In remote working environments, work intensity may involve heavy
workloads, rapid work pace, time pressure, extended availability, multitasking, and sustained
effort. These conditions require continued physical and psychological resources and may
therefore represent an important job demand.

Previous research indicates that excessive work intensity can negatively affect employee
outcomes. Mauno et al. (2020) reported adverse relationships between work intensification
and employee performance across different occupational groups. Soucek et al. (2024) further
found that greater work intensity was positively associated with emotional exhaustion and
negatively associated with work engagement. In remote and digitally mediated work,
extended availability and blurred work—non-work boundaries may further contribute to
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intensified working conditions. For faculty members who must simultaneously manage
teaching, research, student supervision, assessment, academic service, meetings, and
administrative responsibilities, excessive work intensity may consequently reduce their ability
to maintain energy, concentration, and effective performance.

Work Flexibility

Work flexibility refers to employees’ ability to exercise choice over when, where, and for how
long they perform work-related tasks (Hill et al., 2008). It commonly involves temporal and
spatial flexibility and provides employees with greater control over their work schedules and
work locations. In remote academic work, temporal flexibility may allow faculty members to
organise teaching preparation, research, assessment, student supervision, and administrative
responsibilities according to task requirements, while spatial flexibility may enable
appropriate academic activities to be performed away from the conventional university
workplace.

Previous research generally indicates favourable relationships between work flexibility and
employee outcomes, although these relationships may vary according to how flexible working
arrangements are implemented. Gajendran and Harrison (2007) found that telecommuting
was associated with greater perceived autonomy and favourable work outcomes. Delanoeije
and Verbruggen (2020) reported that employees experienced higher daily work engagement
and job performance on teleworking days than on office-working days, although these effects
were not evident at the overall person level. More directly relevant to higher education,
Nagshbandi et al. (2024) found that flexible work positively influenced both work engagement
and job performance among university employees. Arifah et al. (2025) likewise found that
flexible working arrangements were positively associated with work engagement and lecturer
performance. These findings support the conceptualisation of work flexibility as a job
resource that may enhance autonomy, engagement, and performance.

Employee Engagement

Employee engagement refers to a positive and fulfilling work-related psychological state
characterised by vigour, dedication, and absorption (Schaufeli et al., 2002). Vigour reflects
high levels of energy, mental resilience, effort, and persistence at work. Dedication refers to
strong involvement in work accompanied by enthusiasm, significance, inspiration, pride, and
challenge, whereas absorption reflects being fully concentrated and immersed in work. In the
present study, employee engagement is conceptualised from this work-engagement
perspective and reflects the energy, involvement, and concentration faculty members invest
in their work.

Previous studies consistently indicate that engagement is associated with favourable
performance outcomes. Rich et al. (2010) found that greater job engagement contributed to
stronger job performance, while Christian et al. (2011) provided meta-analytic evidence
supporting the positive relationship between work engagement and performance. Evidence
from higher education further supports the role of engagement as an explanatory
mechanism. Nagshbandi et al. (2024) found that work engagement significantly mediated the
relationship between flexible work and job performance among university employees. Arifah
et al. (2025) similarly identified work engagement as an important mechanism linking flexible
working arrangements with lecturer performance. Employee engagement is therefore
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positioned in the present study as the psychological mechanism through which work intensity
and work flexibility may influence faculty members’ overall job performance.

Theoretical Foundations

Job Demands—Resources Theory

Job Demands—Resources Theory provides the primary theoretical foundation for this paper.
JD-R theory proposes that job demands require sustained physical or psychological effort and
may generate corresponding physiological or psychological costs, whereas job resources help
employees achieve work goals, reduce job demands and their associated costs, and stimulate
motivation and development (Demerouti et al., 2001; Bakker & Demerouti, 2017). In this
study, work intensity is conceptualised as a job demand because it involves workload, work
pace, time pressure, and sustained effort, while work flexibility is conceptualised as a job
resource because it provides employees with greater control over when and where they
perform their work. This distinction provides a theoretical basis for explaining the contrasting
effects of work intensity and work flexibility on employee engagement and job performance.

Work Engagement Theory

Work Engagement Theory explains the psychological mechanism through which work
intensity and work flexibility may influence job performance. Employee engagement is
characterised by vigour, dedication, and absorption (Schaufeli et al., 2002). Excessive work
intensity may consume employees’ physical and psychological resources and reduce their
ability to remain engaged, whereas work flexibility may provide greater autonomy and control
that help employees sustain their engagement. Previous research indicates that job resources
are important predictors of work engagement (Schaufeli & Bakker, 2004), while higher work
engagement is positively associated with stronger job performance (Christian et al., 2011).
Employee engagement is therefore positioned as a mediator between work intensity and job
performance and between work flexibility and job performance.

Research Gaps and Hypothesis Development

Four research gaps justify the present framework.First, existing remote working research has
often examined work intensity, work flexibility, and broader remote working arrangements
separately, while relatively limited attention has been given to comparing work intensity and
work flexibility within the same framework as contrasting job demand and job resource
conditions. Second, theoretical integration remains limited, as the demand-resource
distinction provided by Job Demands—Resources Theory and the psychological mechanism
explained through Work Engagement Theory have received limited joint examination in
explaining how remote working conditions influence employee engagement and job
performance. Third, empirical evidence focusing specifically on faculty members in Chinese
public universities remains limited, although their teaching, research, academic service,
administrative responsibilities, and digitally mediated working conditions may create
distinctive experiences of work intensity and flexibility. Fourth, limited research has
simultaneously examined the complete mechanism proposed in this study, in which
employee engagement mediates the relationships between work intensity and job
performance and between work flexibility and job performance. These gaps justify testing the
proposed framework among faculty members in public universities in Shandong Province,
China.
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Based on the above reasoning, the following hypotheses are proposed:

Hypothesis

Statement

H1

There is a negative relationship between work intensity in remote working and job
performance among faculty members in public universities of Shandong Province in

H2

There is a positive relationship between work flexibility in remote working and job
performance among faculty members in public universities of Shandong Province in

H3

There is a negative relationship between work intensity in remote working and
employee engagement among faculty members in public universities of Shandong

H4

There is a positive relationship between work flexibility in remote working and
employee engagement among faculty members in public universities of Shandong

H5

There is a positive relationship between employee engagement and job
performance among faculty members in public universities of Shandong Province in

H6

Employee engagement mediates the relationship between work intensity in remote
working and job performance among faculty members in public universities of

H7

Employee engagement mediates the relationship between work flexibility in remote
working and job performance among faculty members in public universities of

Conceptual Framework

Figure 1 presents the proposed conceptual framework. Remote working is positioned as the
independent variable and comprises two dimensions: work intensity and work flexibility,
while job performance is positioned as the dependent variable. Employee engagement is
positioned as a mediator between the two remote working dimensions and job performance.
The framework proposes that work intensity, representing the demand-related dimension of
remote working, and work flexibility, representing the resource-related dimension, influence
faculty members’ job performance both directly and
engagement. In this way, the framework illustrates how different dimensions of remote
working may shape faculty members’ job performance through their effects on employee

engagement.
Independent variable Mediating Variable Dependent variable
CTTTTTT T T TTTT T |
i Remote Working |
| |
1 1
! Work Intensity !
! ! Employee Job
| I POy —_—>
I I Engagement Performance
1 1
: Work Flexibility :
| |
1 1

Figure 1. Conceptual framework of the present study
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Proposed Methodology

The proposed study adopts a positivist, deductive, quantitative, cross-sectional, and
correlational research design. Data will be collected at one point in time using a structured
self-administered questionnaire. This design is appropriate because the study tests
theoretically derived relationships among remote working, employee engagement, and job
performance, including both direct and mediating effects, in a natural higher education work
setting.

The individual faculty member is the unit of analysis. The accessible population comprises
7,960 full-time faculty members at Shandong University, the University of Jinan, and
Shandong University of Commerce and Technology in Jinan City. Eligible respondents must be
full-time faculty members, hold a Teacher Qualification Certificate for Higher Education, have
worked at the same university for at least one year, and have experience performing
academic duties under remote working arrangements.

Purposive sampling will be used because participation depends on these specific eligibility
criteria. The study plans to distribute 266 questionnaires proportionally across the three
universities and seeks at least 140 valid responses. Human resources offices or designated
university coordinators will assist with questionnaire distribution and collection. Participants
will receive information about the study’s purpose, anonymity, confidentiality, and voluntary
nature before responding.

For the present paper, 28 measurement items from the broader questionnaire will be
analysed across four constructs. Remote working is represented by two dimensions: work
intensity and work flexibility. Work intensity is measured with five items from the
Quantitative Workload Inventory developed by Spector and Jex (1998), while work flexibility
is measured with six temporal and spatial flexibility items adopted from Hartner-Tiefenthaler
et al. (2023). Employee engagement is measured using the nine-item Utrecht Work
Engagement Scale developed by Schaufeli et al. (2006), and job performance is measured with
eight items adapted from Rahmadani et al. (2020), based on Goodman and Svyantek (1999),
to reflect faculty members’ academic and institutional responsibilities. A pilot study with 30
eligible faculty members produced Cronbach’s alpha values of 0.939 for work intensity, 0.874
for work flexibility, 0.755 for employee engagement, and 0.826 for job performance,
indicating acceptable internal consistency across the four constructs.

Data will first be screened and summarised using SPSS 28. The measurement and structural
models will then be assessed using Partial Least Squares Structural Equation Modelling in
SmartPLS 4. The analysis will examine indicator reliability, internal consistency reliability,
convergent validity, discriminant validity, collinearity, path coefficients, explanatory power,
predictive relevance, and bootstrapped direct and indirect effects, following established PLS-
SEM procedures (Hair et al., 2017). The indirect effects of work intensity and work flexibility
on job performance through employee engagement will be examined to evaluate the
proposed mediating relationships.

Contributions and Practical Implications

This paper offers four theoretical contributions. First, it integrates work intensity and work
flexibility within one remote working framework, while distinguishing work intensity as a job
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demand and work flexibility as a job resource. Second, it integrates Job Demands—Resources
Theory and Work Engagement Theory to explain how contrasting remote working conditions
influence employee engagement and job performance. Third, it positions employee
engagement as a common psychological mechanism through which both work intensity and
work flexibility may influence job performance, allowing the indirect effects of a demand-
related dimension and a resource-related dimension of remote working to be examined
within the same model. Fourth, it contextualises the framework within Chinese public
universities, where faculty members perform multiple teaching, research, academic service,
and administrative responsibilities under increasingly digital and flexible working conditions.
The framework also has practical implications for faculty members, academic leaders, and
university managers. For faculty members, the study highlights how excessive work intensity
may weaken engagement and job performance, while appropriate work flexibility may
provide greater autonomy and support the effective coordination of academic responsibilities.
For academic leaders, the framework emphasises the importance of recognising the different
effects of work demands and work resources on faculty engagement and of avoiding
excessive workload and time pressure while preserving meaningful flexibility. For university
managers, the findings can inform remote working practices by managing work intensity,
providing appropriate temporal and spatial flexibility, and creating working arrangements
that support employee engagement. Together, these practices may help improve faculty
members’ job performance and support the effective management of public universities in
an increasingly digital working environment.

Conclusion

This paper develops an integrated framework to explain how remote working conditions
influence the job performance of faculty members in Chinese public universities. By focusing
on faculty members in public universities in Shandong Province, China, the paper
conceptualises remote working through two dimensions: work intensity and work flexibility.
The proposed framework argues that these dimensions may influence job performance both
directly and indirectly through employee engagement, with work intensity representing a
demand-related dimension and work flexibility representing a resource-related dimension of
remote working.

Overall, the paper contributes to remote working and higher education research by
integrating Job Demands—Resources Theory and Work Engagement Theory within one
coherent framework. It also provides a clear theoretical foundation for empirically testing the
direct and mediating relationships among work intensity, work flexibility, employee
engagement, and faculty job performance in Chinese public universities.

23



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 4, 2026, E-ISSN: 2226-3624 © 2026

References

Al-Dmour, H., Al Hasan, R., Thneibat, M., Masa’deh, R., Alkhadra, W., Al-Dmour, R., & Alalwan,
A. (2023). Integrated model for the factors determining the academic’s remote working
productivity and  engagement: Empirical study. SAGE Open, 13(3).
https://doi.org/10.1177/21582440231194393

Allen, T.D., Golden, T. D., & Shockley, K. M. (2015). How effective is telecommuting? Assessing
the status of our scientific findings. Psychological Science in the Public Interest, 16(2),
40-68. https://doi.org/10.1177/1529100615593273

Arifah, I. D. C., Hadi, H. K., Dewi, R. S., Dhenabayu, R., & Tanuwijaya, H. (2025). Flexible work
dynamics in higher education: Unveiling the influence of work engagement and
technology adoption on lecturer performance. International Journal of Organizational
Analysis, 33(9), 3468—3493. https://doi.org/10.1108/1J0OA-11-2024-4995

Bakker, A. B., & Demerouti, E. (2017). Job demands—resources theory: Taking stock and
looking forward. Journal of Occupational Health Psychology, 22(3), 273-285.
https://doi.org/10.1037/0cp0000056

Bloom, N., Han, R., & Liang, J. (2024). Hybrid working from home improves retention without
damaging performance. Nature, 630, 920-925. https://doi.org/10.1038/s41586-024-
07500-2

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative
review and test of its relations with task and contextual performance. Personnel
Psychology, 64(1), 89-136. https://doi.org/10.1111/j.1744-6570.2010.01203.x

Delanoeije, J., & Verbruggen, M. (2020). Between-person and within-person effects of
telework: A quasi-field experiment. European Journal of Work and Organizational
Psychology, 29(6), 795-808. https://doi.org/10.1080/1359432X.2020.1774557

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands—
resources model of burnout. Journal of Applied Psychology, 86(3), 499-512.
https://doi.org/10.1037/0021-9010.86.3.499

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

Goodman, S. A, & Svyantek, D. J. (1999). Person—organization fit and contextual
performance: Do shared values matter? Journal of Vocational Behavior, 55(2), 254—-275.
https://doi.org/10.1006/jvbe.1998.1682

Green, F. (2004). Why has work effort become more intense? Industrial Relations: A Journal
of Economy and Society, 43(4), 709-741. https://doi.org/10.1111/j.0019-
8676.2004.00359.x

Hair, J. F., Jr., Hult, G. T. M,, Ringle, C. M., & Sarstedt, M. (2017). A primer on partial least
squares structural equation modeling (PLS-SEM) (2nd ed.). SAGE Publications.

Hartner-Tiefenthaler, M., Mostafa, A. M. S., & Koeszegi, S. T. (2023). The double-edged sword
of online access to work tools outside work: The relationship with flexible working, work
interrupting nonwork behaviors and job satisfaction. Frontiers in Public Health, 10,
1035989. https://doi.org/10.3389/fpubh.2022.1035989

Hill, E. J., Grzywacz, J. G., Allen, S., Blanchard, V. L., Matz-Costa, C., Shulkin, S., & Pitt-
Catsouphes, M. (2008). Defining and conceptualizing workplace flexibility. Community,
Work & Family, 11(2), 149-163. https://doi.org/10.1080/13668800802024678

24


https://doi.org/10.1177/1529100615593273
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1038/s41586-024-07500-2
https://doi.org/10.1038/s41586-024-07500-2
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1080/1359432X.2020.1774557
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.92.6.1524
https://doi.org/10.1037/0021-9010.92.6.1524
https://doi.org/10.1006/jvbe.1998.1682
https://doi.org/10.1111/j.0019-8676.2004.00359.x
https://doi.org/10.1111/j.0019-8676.2004.00359.x
https://doi.org/10.1080/13668800802024678

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 4, 2026, E-ISSN: 2226-3624 © 2026

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., de Vet, H. C. W., & van der Beek, A. J.
(2014). Measuring individual work performance: Identifying and selecting indicators.
Work, 48(2), 229-238. https://doi.org/10.3233/WOR-131659

Mauno, S., Kubicek, B., Feldt, T., & Minkkinen, J. (2020). Intensified job demands and job
performance: Does SOC strategy use make a difference? Industrial Health, 58(3), 224—
237. https://doi.org/10.2486/indhealth.2019-0067

Mauno, S., Herttalampi, M., Minkkinen, J., Feldt, T., & Kubicek, B. (2023). Is work
intensification bad for employees? A review of outcomes for employees over the last
two decades. Work & Stress, 37(1), 100-125.
https://doi.org/10.1080/02678373.2022.2080778

Ministry of Education of the People’s Republic of China. (2022, March 29). National Smart
Education Platform officially launched.
https://www.moe.gov.cn/jyb_xwfb/s5147/202203/t20220329 611601.html

Ministry of Education of the People’s Republic of China. (2023, February 9). Overall progress
in advancing education digitalisation over the past year.
https://www.moe.gov.cn/jyb_xwfb/xw_fbh/moe_2606/2023/cfh_0209/cailiao/20230
2/t20230209_1043125.html

Ministry of Education of the People’s Republic of China. (2025, June 11). Statistical bulletin on
national education development in 2024.
https://www.moe.gov.cn/jyb_sjzl/sjzl_fztjgb/202506/t20250611_1193760.html

Nagshbandi, M. M., Kabir, I, Ishak, N. A., & Islam, M. Z. (2024). The future of work: Work
engagement and job performance in the hybrid workplace. The Learning Organization,
31(1), 5-26. https://doi.org/10.1108/TLO-08-2022-0097

Rahmadani, V. G., Schaufeli, W. B., Stouten, J., Zhang, Z., & Zulkarnain, Z. (2020). Engaging
leadership and its implication for work engagement and job outcomes at the individual
and team level: A multi-level longitudinal study. International Journal of Environmental
Research and Public Health, 17(3), 776. https://doi.org/10.3390/ijerph17030776

Rich, B. L., LePine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects
on job performance. Academy of Management Journal, 53(3), 617-635.
https://doi.org/10.5465/am;j.2010.51468988

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

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

Schaufeli, W. B., Salanova, M., Gonzdlez-Rom3, V., & Bakker, A. B. (2002). The measurement
of engagement and burnout: A two sample confirmatory factor analytic approach.
Journal of Happiness Studies, 3(1), 71-92. https://doi.org/10.1023/A:1015630930326

Soucek, R., Voss, A. S., Drexler, H., & Moser, K. (2024). New ways of working and psychological
well-being: Work intensity as a target variable of job resources. International Journal of
Workplace Health Management, 17(4), 353-366. https://doi.org/10.1108/1JWHM-01-
2024-0010

Spector, P. E., & Jex, S. M. (1998). Development of four self-report measures of job stressors
and strain: Interpersonal Conflict at Work Scale, Organizational Constraints Scale,
Quantitative Workload Inventory, and Physical Symptoms Inventory. Journal of

25


https://doi.org/10.1080/02678373.2022.2080778
https://www.moe.gov.cn/jyb_xwfb/s5147/202203/t20220329_611601.html?utm_source=chatgpt.com
https://www.moe.gov.cn/jyb_xwfb/xw_fbh/moe_2606/2023/cfh_0209/cailiao/202302/t20230209_1043125.html?utm_source=chatgpt.com
https://www.moe.gov.cn/jyb_xwfb/xw_fbh/moe_2606/2023/cfh_0209/cailiao/202302/t20230209_1043125.html?utm_source=chatgpt.com
https://www.moe.gov.cn/jyb_sjzl/sjzl_fztjgb/202506/t20250611_1193760.html?utm_source=chatgpt.com
https://doi.org/10.3390/ijerph17030776
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.1002/job.248
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1108/IJWHM-01-2024-0010
https://doi.org/10.1108/IJWHM-01-2024-0010

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 4, 2026, E-ISSN: 2226-3624 © 2026

Occupational Health Psychology, 3(4), 356-367. https://doi.org/10.1037/1076-
8998.3.4.356

Sun, T., & Yoon, M. (2025). The impact of digital transformation on faculty performance in
higher education: The mediating role of digital self-efficacy and the moderating role of
task-technology fit. Frontiers in Psychology, 16, 1693375.
https://doi.org/10.3389/fpsyg.2025.1693375

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achieving effective remote working during
the COVID-19 pandemic: A work design perspective. Applied Psychology, 70(1), 16—59.
https://doi.org/10.1111/apps.12290

26


https://doi.org/10.3389/fpsyg.2025.1693375
https://doi.org/10.1111/apps.12290

