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Abstract

The rapid expansion of hybrid work has transformed organizational communication, in-
creasing dependence on platforms such as Zoom, Microsoft Teams, Slack, email, and
asynchronous collaboration systems. Although these technologies improve flexibility and
operational continuity, they have also intensified “always-on” communication cultures char-
acterized by persistent connectivity, rapid responsiveness expectations, and communication
hyper connectivity. This evolving work environment has heightened concerns regarding
communication fatigue as an emerging organizational risk associated with cognitive over-
load, technostress, burnout, emotional exhaustion, and declining workplace wellbeing.
This critical narrative review examines how perpetual digital connectivity contributes to
communication fatigue and workplace stress within hybrid organizations while evaluating
implications for organizational sustainability and future workplace governance. Relevant
literature published between 2015 and 2026 was identified through searches conducted
in Scopus, Web of Science, PubMed, and Google Scholar. The review employed the-
matic synthesis and comparative critical analysis to integrate findings across organizational
communication, occupational health, and management research. The findings indicate
that communication fatigue is a multidimensional organizational phenomenon driven by
excessive message volume, meeting overload, notification saturation, digital multitasking,
productivity monitoring, and responsiveness cultures reinforcing perpetual availability.
Communication overload contributes to burnout, disengagement, work-life conflict, reduced
concentration, and declining organizational trust and productivity. In response, this review
proposes a Sustainable Digital Communication Framework centered on communication
boundary management, asynchronous-first communication, digital wellbeing leadership,
AI-supported communication filtering, and organizational communication ethics. The re-
view highlights the urgent need for sustainable digital communication governance capable
of supporting healthier, more resilient, and human-centered hybrid workplaces.
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1. Introduction

The expansion of hybrid and remote work has fundamentally transformed organizational communication systems worldwide. Although
digital communication technologies were already integrated into many workplaces before the COVID-19 pandemic, the global health crisis
accelerated the normalization of digitally mediated work across industries [1, 2]. Organizations increasingly depend on communication
platforms such as email, Slack, Microsoft Teams, Zoom, WhatsApp, and asynchronous collaboration systems to coordinate operations,
maintain productivity, and facilitate geographically dispersed teamwork. While these technologies have improved flexibility and operational
continuity, they have also intensified organizational dependence on continuous digital connectivity [3].

The transition toward hybrid work has contributed to the emergence of “always-online” workplace cultures characterized by persistent
accessibility, rapid responsiveness expectations, and communication hyperconnectivity. Employees are increasingly expected to remain
reachable beyond conventional working hours, participate in frequent virtual meetings, and sustain visibility across multiple communication
channels [4]. As synchronous and asynchronous communication systems converge, traditional distinctions between work and personal
life have become increasingly blurred. Work activities now extend into domestic and personal environments, weakening psychological
boundaries and normalizing perpetual digital engagement [5].

Although digital communication platforms were introduced to improve collaboration and efficiency, the intensification of communication
demands has simultaneously increased cognitive and emotional strain within hybrid workplaces. Employees are frequently exposed to high
volumes of notifications, overlapping communication streams, meeting saturation, and persistent interruptions that fragment attention and
reduce opportunities for psychological recovery. Consequently, communication itself has evolved into a significant source of occupational
stress within digitally intensive work environments [6].

Growing concerns regarding communication fatigue, workplace stress, and digital exhaustion have therefore become increasingly
prominent across organizational communication, occupational health, and management research. These concerns raise broader questions
regarding how organizations can sustain flexibility and productivity without reinforcing communication practices that undermine employee
wellbeing and long-term organizational sustainability [7].

1.1. Problem Statement

Despite the substantial benefits associated with digital communication technologies, perpetual connectivity has introduced significant
psychological and organizational risks within hybrid workplaces. Communication systems originally designed to improve flexibility and
collaboration now frequently contribute to fatigue, stress, cognitive overload, emotional exhaustion, and technostress. Persistent exposure to
emails, instant messaging, collaborative notifications, and virtual meetings has created communication-dense environments characterized by
continuous attentional disruption and fragmented work patterns.

Communication fatigue has emerged as one of the most significant consequences of this environment. The condition is increasingly
associated with notification overload, meeting saturation, reduced psychological recovery, and continuous responsiveness expectations.
Employees in hybrid organizations often struggle to manage multiple communication platforms while simultaneously maintaining productivity
and professional visibility. Organizational cultures that equate rapid responsiveness with commitment further intensify these pressures by
reinforcing digital presenteeism and expectations of uninterrupted availability.

This growing dependence on digital communication has therefore generated a paradox in which systems intended to support flexibility
and efficiency may simultaneously undermine employee wellbeing and organizational sustainability. Excessive communication exposure
can impair concentration, reduce creativity, intensify emotional strain, and contribute to burnout and disengagement over time. These risks
are particularly pronounced in hybrid workplaces where employees navigate expanding communication demands across both virtual and
physical work environments.

1.2. Research Gap

Existing literature provides important insights into the psychological and organizational implications of digital communication overload.
However, several limitations remain evident. First, many studies focus narrowly on phenomena such as Zoom fatigue without examining
the broader communication ecosystems that characterize hybrid workplaces. This technology-specific focus limits understanding of how
multiple communication platforms collectively contribute to communication fatigue and workplace stress.

Second, current scholarship often lacks a sustainability-oriented organizational perspective. Much of the literature emphasizes individual
coping strategies rather than critically examining the structural communication norms, managerial expectations, and digital governance
systems that reinforce perpetual connectivity. Consequently, communication fatigue is frequently treated as an individual adaptation problem
rather than a systemic organizational challenge.

Third, existing studies often fail to integrate occupational health perspectives with organizational communication theory in a sufficiently
interdisciplinary manner. Although technostress, burnout, and digital overload are widely discussed, fewer studies critically synthesize these
concepts within broader debates surrounding hybrid work sustainability and future workplace governance. Furthermore, comprehensive
governance frameworks capable of guiding organizations toward sustainable communication practices remain comparatively limited.

1.3. Aim and Objectives

This critical review examines how perpetual digital connectivity contributes to communication fatigue and workplace stress within hybrid
organizations while proposing sustainable digital communication practices capable of supporting healthier and more sustainable work
environments.

The objectives are to examine the drivers of communication fatigue in hybrid workplaces, analyze its psychological and organiza-
tional consequences, evaluate existing communication practices, and develop a sustainable digital communication framework for hybrid
organizations.
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1.4. Significance

This review contributes to ongoing discussions surrounding the sustainability of digitally mediated work environments and the future
governance of hybrid organizations. As remote and hybrid work arrangements become increasingly institutionalized, understanding the
long-term implications of communication hyperconnectivity has become essential for organizational resilience, employee wellbeing, and
sustainable productivity. Communication fatigue and digital stress are no longer isolated employee concerns but broader organizational
challenges capable of influencing collaboration quality, workforce stability, innovation, and institutional performance.

The review further contributes to emerging debates surrounding ethical workplace governance by emphasizing the importance of commu-
nication systems that support psychological wellbeing alongside operational efficiency. The findings may assist managers, policymakers,
organizational leaders, and communication professionals in developing evidence-informed strategies capable of reducing communication
overload while promoting healthier digital work cultures. Ultimately, the study positions sustainable digital communication governance as a
critical component of resilient, human-centered, and sustainable hybrid workplaces.

2. Literature Review

2.1. Evolution of Hybrid Work and Digital Communication

Hybrid work has become a defining feature of contemporary organizations, accelerated significantly by the COVID-19 pandemic. Platforms
such as Zoom, Microsoft Teams, Slack, and asynchronous collaboration systems rapidly became central to workplace coordination and
communication. Although these technologies improved flexibility and operational continuity, they also intensified dependence on continuous
digital connectivity [8, 9].

The expansion of hybrid communication systems has created what is often described as the flexibility paradox. Digital technologies
increase autonomy regarding where and when work is performed, yet they simultaneously reinforce expectations of constant accessibility
and rapid responsiveness. As work increasingly extends beyond conventional hours, distinctions between professional and personal life
become progressively blurred [10].

Boundary Theory helps explain this erosion of work-life separation by emphasizing the importance of clear transitions between work and
nonwork domains. Persistent notifications, virtual meetings, and asynchronous messaging systems frequently disrupt these boundaries and
reduce opportunities for psychological disengagement. Similarly, Media Richness Theory suggests that highly interactive communication
channels may improve collaboration while simultaneously increasing cognitive strain and communication fatigue [11].

The Job Demands–Resources model further illustrates the dual role of communication technologies as both organizational resources and
occupational stressors. Although digital communication systems support collaboration and efficiency, excessive communication demands
may overwhelm employees’ psychological resources and contribute to stress and burnout. This highlights the paradoxical relationship
between connectivity and workplace wellbeing [12].

2.2. Communication Fatigue and Digital Overload

Communication fatigue has emerged as a major organizational concern within hybrid workplaces, reflecting the psychological pressures
associated with sustained digital connectivity. Although early scholarship focused heavily on Zoom fatigue, recent evidence suggests that
communication fatigue is driven more broadly by overlapping communication systems, persistent notifications, multitasking demands, and
continuous responsiveness expectations [13].

Zoom fatigue remains widely discussed because prolonged videoconferencing requires sustained visual attention, interpretation of
limited nonverbal cues, and continuous self-monitoring. However, findings remain inconsistent regarding whether videoconferencing itself is
the primary source of exhaustion. Some studies suggest that virtual meetings merely intensify broader communication pressures already
embedded within digitally connected workplaces [14].

Email fatigue and notification overload further demonstrate the cumulative effects of communication density. Continuous streams
of emails, instant messages, collaborative alerts, and project management notifications create environments characterized by persistent
interruption and attentional fragmentation. Frequent task switching reduces concentration, impairs cognitive performance, and limits
opportunities for deep work [15].

Communication fatigue is also closely linked to technostress and digital exhaustion. Organizational cultures that normalize rapid
responsiveness and perpetual availability often reinforce digital presenteeism, encouraging employees to prioritize online visibility over
meaningful productivity [16].

A recurring limitation within current scholarship is the dominance of cross-sectional self-report studies concentrated largely within
post-pandemic Western workplaces. Longitudinal and cross-cultural research examining adaptation to sustained communication intensity
remains comparatively limited [17].

The literature therefore suggests that communication fatigue reflects a structural organizational challenge shaped by communication
density, fragmented attention, multitasking demands, and digitally reinforced workplace expectations rather than an individual inability to
cope with technology.

The major organizational and technological factors contributing to communication fatigue in hybrid workplaces are summarized in
Table 1.
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Table 1: Major Drivers of Communication Fatigue in Hybrid Organizations

Driver Communication Impact Psychological Effect Organizational Consequence
Excessive virtual Continuous synchronous Cognitive exhaustion Reduced productivity [18]
meetings engagement
Notification overload Frequent interruptions Attention fragmentation Declining work quality [16]
Responsiveness Pressure for rapid Anxiety and stress Burnout and disengagement [19]
expectations replies
Multiplatform Simultaneous communication Cognitive overload Communication inefficiency [16]
communication streams
Digital surveillance Constant visibility Emotional strain Reduced organizational

pressure trust [16]
Extended work Erosion of work-life Fatigue and sleep Employee turnover risk [20]
availability boundaries disruption

2.3. Workplace Stress and Psychological Outcomes

The intensification of digital communication within hybrid workplaces has been strongly associated with burnout, anxiety, emotional
exhaustion, sleep disruption, reduced concentration, and workplace disengagement. Employees operating within communication-intensive
environments frequently report difficulty achieving psychological detachment from work, particularly where organizational cultures reinforce
continuous accessibility [21].

Burnout remains one of the most widely documented consequences of communication overload. Persistent exposure to virtual meetings,
multitasking demands, and fragmented attention contributes to emotional depletion and reduced professional efficacy. Communication
overload additionally intensifies anxiety and stress through persistent responsiveness pressure and fears of missing important information
[22].

The effects of communication overload are unevenly distributed across employee groups. Women and caregivers often experience
intensified communication burdens due to overlapping domestic and workplace responsibilities. Global teams may face prolonged availability
demands because of cross-time-zone collaboration, while younger employees and managerial staff frequently encounter increased pressure
to maintain digital visibility [23].

A critical distinction within the literature concerns the relationship between individual-level and organizational-level determinants of
communication fatigue. Although some studies emphasize personal coping strategies, communication fatigue is fundamentally shaped
by organizational communication norms, leadership expectations, workload distribution, and digital governance systems. Consequently,
sustainable solutions require broader organizational reforms rather than solely individual adaptation strategies [13, 24].

2.4. Organizational and Productivity Implications

Digital communication technologies are frequently promoted as mechanisms for improving collaboration and productivity, yet evidence
regarding their organizational benefits remains mixed. Although hybrid communication systems facilitate coordination and operational
flexibility, excessive communication density may simultaneously undermine collaboration quality, creativity, decision-making, and employee
engagement [25].

One major concern involves the productivity paradox associated with hyperconnectivity. Organizations often assume that increased
communication improves responsiveness and efficiency; however, excessive messaging and meeting overload may reduce productivity by
fragmenting attention and interrupting focused work. Communication overload can therefore generate the appearance of organizational
activity without necessarily improving meaningful performance outcomes [26].

Excessive communication intensity may also weaken creativity and strategic thinking by encouraging reactive work behaviors centered
on immediate communication management rather than reflective problem-solving. Similarly, organizational trust may deteriorate when
excessive monitoring and constant responsiveness expectations create perceptions of surveillance and organizational distrust [27].

The assumption that perpetual connectivity automatically improves organizational performance therefore requires critical reconsideration.
Communication technologies may enhance flexibility, but without sustainable governance systems they may also generate substantial
psychological and organizational costs [28].

2.5. Sustainable Digital Communication Practices

Growing recognition of communication fatigue has intensified interest in sustainable digital communication practices capable of balancing
organizational efficiency with employee wellbeing. Sustainable communication governance emphasizes moderating communication intensity
while supporting flexibility, collaboration, and psychological health within hybrid workplaces [29].

One important strategy involves expanding asynchronous communication systems that reduce dependence on continuous real-time
interaction. Asynchronous communication may reduce meeting overload and improve concentration, although poorly managed systems may
also create coordination difficulties [30].

Digital wellbeing policies have similarly emerged as important organizational interventions. These often include communication curfews,
protected focus periods, limits on after-hours messaging, and right-to-disconnect policies. However, evidence regarding the long-term
effectiveness of these interventions remains limited, particularly when organizational cultures continue to reinforce implicit expectations of
constant availability [31].

Meeting reduction strategies, communication audits, and AI-assisted workflow management systems are increasingly used to reduce
communication inefficiencies and notification overload. AI-supported communication filtering may improve information prioritization,
although excessive reliance on algorithmic systems may introduce concerns regarding surveillance and reduced interpersonal interaction [32].



18 Journal of Computers and Applications, 2(1):14–23, 2026. DOI: 10.58613/jca212

Current organizational responses nevertheless remain fragmented. Sustainable communication practices require broader governance
frameworks capable of redefining communication norms, balancing productivity expectations, and prioritizing employee wellbeing within
digitally intensive hybrid workplaces [33].

To illustrate the relationship between perpetual connectivity, communication overload, workplace stress, and sustainable organizational
responses, Figure 1 presents a conceptual framework of sustainable digital communication in hybrid organizations.

Figure 1: Conceptual Framework of Sustainable Digital Communication in Hybrid Organizations

Caption:

Conceptual framework illustrating how always-online organizational cultures contribute to communication overload, cognitive and emotional
strain, workplace stress, and broader organizational consequences including burnout, disengagement, and reduced productivity. The
framework further demonstrates how sustainable communication governance mechanisms, including asynchronous communication systems,
digital boundary policies, workload balancing, AI-assisted communication filtering, communication norms, and wellbeing-centered leadership,
may moderate these pathways and support healthier hybrid work environments.

3. Methodology

This study employed a critical narrative review to examine how perpetual digital connectivity contributes to communication fatigue, workplace
stress, and sustainability challenges within hybrid organizations. The approach was appropriate because the topic spans organizational
communication, occupational health, management studies, digital sociology, and workplace psychology. Unlike descriptive reviews, critical
narrative reviews enable analytical synthesis and evaluation of contradictions across diverse literature.

Relevant studies were identified through searches conducted in Scopus, Web of Science, PubMed, and Google Scholar using keywords
including “communication fatigue,” “digital overload,” “hybrid work,” “technostress,” “always-on culture,” “notification overload,” “digital
presenteeism,” and “workplace stress.” Manual searches of reference lists from highly relevant studies were also conducted to improve
comprehensiveness.

The review included peer-reviewed English-language studies published between 2015 and 2026 to capture developments associated
with post-pandemic hybrid work and digital communication practices. Approximately 120 articles were initially screened, with the most
conceptually relevant studies selected for thematic synthesis and critical analysis. Eligible studies focused on workplace contexts involving
digital communication technologies and their psychological or organizational implications. Studies centered exclusively on educational
settings, non-digital communication systems, or non-workplace social media fatigue were excluded.

The synthesis process involved thematic coding, comparative critical analysis, and interdisciplinary integration of findings. Particular
attention was devoted to recurring themes, contradictory findings, and governance concerns surrounding communication overload and
workplace sustainability. A recurring limitation within the reviewed literature was the dominance of cross-sectional self-report studies
concentrated largely within Western post-pandemic workplaces, highlighting the need for more longitudinal and cross-cultural research.

4. Results And Discussion

4.1. Drivers of Always-On Communication Cultures

The literature indicates that always-on communication cultures are shaped less by technology itself than by organizational norms, managerial
expectations, and digitally mediated work structures. Hybrid organizations increasingly normalize constant connectivity as a marker of
professionalism, productivity, and commitment through platforms such as Microsoft Teams, Slack, Zoom, WhatsApp, and collaborative
management systems [8, 34].
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A major driver of perpetual connectivity is the expectation of rapid responsiveness. Employees are frequently expected to acknowledge
messages and respond within compressed timeframes, often beyond formal working hours. Delayed responses may be interpreted as
disengagement or reduced productivity, reinforcing digital presenteeism and communication hypervigilance.

Digital surveillance and productivity monitoring systems further intensify these pressures. Activity-tracking software, online status
indicators, and communication analytics may create environments characterized by visibility anxiety and persistent self-monitoring,
encouraging employees to prioritize digital visibility over meaningful productivity [35, 36].

Globalized work structures and platform convergence additionally contribute to communication overload. Employees often navigate
overlapping streams of emails, instant messaging platforms, virtual meetings, and collaborative systems simultaneously, increasing
attentional fragmentation and cognitive burden. Evidence therefore suggests that perpetual communication cultures are sustained primarily
by organizational expectations equating constant accessibility with commitment and efficiency.

4.2. Communication Fatigue as a Multidimensional Phenomenon

Communication fatigue is increasingly understood as a multidimensional organizational phenomenon shaped by cognitive, emotional,
behavioral, and structural pressures rather than a technology-specific condition. Although early scholarship focused heavily on Zoom fatigue,
recent evidence suggests that communication fatigue reflects broader forms of digital hyperconnectivity within hybrid workplaces.

At the cognitive level, communication fatigue is associated with information overload, attentional fragmentation, and reduced concentra-
tion. Employees frequently process overlapping streams of emails, instant messages, notifications, and meeting requests simultaneously.
Constant attentional switching reduces opportunities for deep work and reflective problem-solving. However, findings remain inconsistent
regarding the primary source of exhaustion. While some studies identify videoconferencing as the dominant factor, others suggest that
multitasking demands and persistent interruptions contribute more significantly to mental fatigue [18, 37].

Emotionally, communication fatigue may generate anxiety, frustration, emotional depletion, and anticipatory stress associated with
responsiveness expectations. Employees may feel pressure to remain digitally visible even outside formal working hours, limiting psycho-
logical recovery. Nevertheless, some studies report that digital communication technologies may also reduce isolation and support social
connectedness within geographically dispersed teams. These contradictions suggest that the psychological consequences of communication
technologies depend heavily on organizational communication norms rather than technology use alone [7].

Behaviorally, communication fatigue contributes to disengagement, reactive work patterns, and reduced participation in collaborative
processes. Employees exposed to excessive communication demands may prioritize message management over strategic thinking and creative
problem-solving. Existing scholarship, however, remains dominated by cross-sectional self-report studies, limiting causal interpretation and
broader understanding of long-term adaptation to communication overload [16].

At the organizational level, communication fatigue weakens collaboration quality, productivity, innovation, and organizational trust.
Communication saturation may create environments in which employees remain continuously connected but cognitively disengaged.
Current organizational responses also remain fragmented, with many institutions introducing additional communication technologies that
inadvertently intensify communication complexity and overload [13].

Communication fatigue therefore reflects broader organizational structures that normalize perpetual accessibility, fragmented attention,
and continuous responsiveness. Sustainable solutions consequently require systemic communication governance reforms capable of
moderating communication intensity within hybrid workplaces [26].

4.3. Psychological and Occupational Consequences

The evidence synthesized in this review demonstrates strong associations between excessive digital communication and multiple psycho-
logical and occupational risks, including burnout, anxiety, emotional exhaustion, sleep disruption, reduced concentration, and workplace
disengagement. Employees operating within communication-intensive environments frequently report difficulty achieving psychological
detachment from work, particularly where organizational cultures reinforce continuous accessibility [38].

Burnout remains one of the most consistently reported consequences of communication overload. Persistent exposure to virtual meetings,
multitasking demands, and fragmented attention contributes to emotional depletion and reduced professional efficacy. Communication
overload additionally intensifies stress through responsiveness pressure and fears of missing important information.

The effects of communication overload are unevenly distributed across employee groups. Women and caregivers often experience
intensified communication burdens because of overlapping domestic and workplace responsibilities. Global teams may face prolonged
availability demands due to cross-time-zone collaboration, while younger employees and managerial staff frequently encounter increased
pressure to maintain digital visibility [39].

A critical distinction within the literature concerns the relationship between individual-level and organizational-level determinants of
communication fatigue. Although some studies emphasize personal coping strategies, communication fatigue is fundamentally shaped by
organizational communication norms, leadership expectations, workload distribution, and digital governance systems. Sustainable solutions
therefore require broader organizational reforms rather than solely individual adaptation strategies [40].

4.4. The Sustainability Paradox of Hybrid Work

One of the most significant findings emerging from the literature is the sustainability paradox inherent within hybrid work systems. Hybrid
work arrangements are frequently promoted as mechanisms for enhancing flexibility, autonomy, and organizational resilience. However,
these benefits are often undermined when organizations fail to establish sustainable communication governance systems [41].

This paradox reflects the tension between digital flexibility and digital captivity. While communication technologies allow employees to
work across locations and schedules more flexibly, they simultaneously reinforce expectations of continuous accessibility and responsiveness.
Employees may therefore gain spatial flexibility while losing psychological detachment from work [42].

Poor communication governance plays a central role in sustaining this paradox. Organizations frequently implement hybrid work systems
without redefining communication norms, workload expectations, or digital boundaries. As a result, employees are exposed to intensified
communication demands without corresponding protections against overload and exhaustion [43].
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The literature further emphasizes organizational responsibility and ethical leadership in addressing communication sustainability.
Communication overload cannot be treated solely as an individual self-management issue because organizational cultures and managerial
expectations fundamentally shape employee experiences. Constant responsiveness and digital visibility increasingly function as invisible
forms of labor extending beyond formal job requirements, risking the normalization of unhealthy communication practices.

4.5. Toward Sustainable Digital Communication Governance

The findings of this review indicate that sustainable digital communication governance is essential for balancing organizational productivity
with employee wellbeing in hybrid workplaces. Existing interventions remain fragmented and frequently emphasize isolated wellbeing
initiatives rather than systemic communication reform. Consequently, this review proposes a Sustainable Digital Communication Framework
centered on seven interconnected pillars capable of supporting healthier hybrid communication environments.

The framework emphasizes communication boundary management, asynchronous-first communication, meeting optimization, digital
wellbeing leadership, AI-supported communication filtering, employee autonomy, and organizational communication ethics. Together,
these strategies aim to reduce communication overload while supporting flexibility, concentration, psychological recovery, and healthier
communication norms.

AI-assisted communication filtering systems may help employees manage notification overload and prioritize high-value communication
tasks. However, ethical concerns regarding surveillance and algorithmic management require careful consideration. Similarly, asynchronous
communication systems may reduce meeting saturation and improve concentration, although poorly managed systems may also create
coordination difficulties.

Current organizational responses nevertheless remain inconsistent. Sustainable communication practices require comprehensive
governance frameworks capable of redefining communication norms, balancing productivity expectations, and prioritizing employee
wellbeing within digitally intensive workplaces.

The major organizational strategies proposed to promote healthier and more sustainable communication environments in hybrid
workplaces are summarized in Table 2.

Table 2: Sustainable Communication Strategies for Hybrid Organizations

Strategy Intended Benefit Organizational Impact Implementation Challenges
Communication Reduced after-hours Improved work-life Resistance from
boundary policies intrusion balance responsiveness cultures[44]
Asynchronous Reduced meeting Improved Coordination delays [30]
communication overload concentration
Meeting Lower communication Increased Managerial dependence
optimization density productivity on meetings [45]
Digital wellbeing Healthier communication Reduced burnout risk Inconsistent leadership
leadership norms commitment [46]
AI-assisted Reduced notification Improved information Privacy and surveillance
communication filtering overload management concerns [47]
Flexible communication Increased employee Higher engagement Uneven participation
autonomy control and satisfaction patterns [48]
Communication ethics Sustainable communication Stronger organizational Limited institutional
frameworks culture trust enforcement [49]

4.6. Future Directions

Future research should increasingly examine AI-mediated communication management systems capable of reducing communication overload
through intelligent notification filtering and adaptive workflow prioritization. Greater attention is also needed regarding digital wellbeing
analytics and the ethical implications of algorithmic communication governance.

Cross-cultural research remains important because communication expectations and workplace boundaries vary across organizational
and cultural contexts. Longitudinal occupational health studies are additionally needed to examine the long-term consequences of sustained
digital hyperconnectivity within evolving hybrid work systems.

Future scholarship should further investigate communication ethics, digital labor expectations, and organizational responsibility within
technologically intensive workplaces. Sustainable governance frameworks integrating productivity, flexibility, and employee wellbeing will
become increasingly essential as hybrid work systems continue to evolve globally.

5. Conclusion

The expansion of hybrid and digitally mediated work environments has transformed organizational communication while intensifying the
pressures associated with perpetual connectivity. This review demonstrates that communication fatigue is a multidimensional organizational
challenge shaped by communication hyperconnectivity, responsiveness expectations, digital surveillance, and always-online workplace
cultures. Although hybrid work is frequently promoted as a mechanism for enhancing flexibility and autonomy, these benefits are increasingly
undermined by unsustainable communication practices contributing to cognitive overload, emotional exhaustion, burnout, disengagement,
and work-life conflict.

Importantly, communication fatigue should not be viewed as an individual weakness but as a structural organizational problem embedded
within communication norms, managerial expectations, and productivity cultures that reinforce continuous availability. Organizational
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assumptions equating visibility and rapid responsiveness with commitment frequently generate communication saturation and psychological
strain that undermine both employee wellbeing and long-term sustainability.

This review further highlights the urgency of developing sustainable digital communication governance systems capable of balancing
organizational efficiency with human-centered workplace practices. Sustainable communication governance requires organizations to
move beyond fragmented wellbeing initiatives toward comprehensive strategies incorporating communication boundary management,
asynchronous-first communication, meeting optimization, digital wellbeing leadership, AI-supported communication filtering, employee
autonomy, and communication ethics.

The findings carry important implications for managers, policymakers, organizational leaders, and future-of-work researchers. Orga-
nizational leaders must critically evaluate how communication structures influence wellbeing, productivity, and workplace sustainability,
while policymakers may need to reconsider digital labor expectations and right-to-disconnect protections. Future research should continue
examining the long-term occupational consequences of communication hyperconnectivity while developing interdisciplinary frameworks
capable of supporting healthier and more sustainable digital workplaces.
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