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Abstract
The working systems of organizations/institutions have undergone continuous transformations over the years for various 
reasons. Researchers have continually strived to find effective solutions/appropriate work systems to sustain an individual's 
performance in spite of the challenging working/business environment. The global pandemic Covid-19 prompted a rethink-
ing of organizational work practices across sectors. Work from home (WFH) became a key component of continuing the 
organization's working system. This paper specifies the following six factors that may moderate the effectiveness of a work-
from-home setting on individual performance such as dedication, disposition, determination, configuration, collaboration, 
and coordination. The paper uses self-determination theory (SDT) to develop a conceptual framework for WFH-individual 
performance, which specifies dedication, disposition, and determination as intrinsic motivators, while configuration, col-
laboration, and coordination as extrinsic motivators. Moreover, it provides implications and future research directions for 
theory development and practice.

Keywords  Working from home · Moderating factors · Individual performance · Conceptual framework · Self-determination 
theory · Qualitative

In today's volatile, uncertain, complex, and ambiguous 
(VUCA) business climate/working environment, the perfor-
mance of a company relies mainly on its ability to acclimatize 
to the turbulent business/working environment, make strate-
gies to deal with the changes, and determine how to imple-
ment the changes (Rimita et al., 2020). Previously, the busi-
ness environment had changed on most occasions’ consequent 
to economic turbulence, climate change, political instability, 
firm’s competitiveness, strategic decisions, social cause, and 
many other factors (Chertkovskaya & Paulsson, 2021). As a 
result of changes in the business/working environment for any 
causes, workers' mobility and office settings did not change 
preferably (Hassanain, 2010). The global pandemic of Covid-
19 prompted organizations of all sizes/types for redesigning 

their working systems (Amis & Janz, 2020). Literature on 
work culture suggests that organizations restructure their 
working systems to address challenges (Correll et al., 2014). 
Organizations redefine their working systems in order to sus-
tain their operations and ensure their employees' safety. The 
WFH emerged as an alternative option for performing organi-
zational activities (Vyas & Butakhieo, 2021).

The performance outcome differs reasonably between 
WFH and working at the workplace (WAW) (Gibbs et al., 
2021). These differences occur due to decreased collabo-
ration, coordination, and communication with superiors, 
subordinates, and coworkers while working from home 
(Gibbs et al., 2021). Literature on performance manage-
ment systems in the workplace is extensive. However, in 
light of the introduction of WFH, what are the factors that 
organizations should specify that may moderate an individ-
ual's performance while working from home? To address 
the above research gap, the paper conceptualizes the mod-
erating effects between WFH and individual performance. 
This conceptual paper aims to specify the key intrinsic and 
extrinsic motivation factors of individuals that may moderate 
the relationship between WFH and individual performance. 
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To show the relationship between WFH and individual per-
formance, we propose a conceptual framework that presents 
the specified factors as moderating variables.

Telework, telecommuting, virtual work, home-based 
teleworking, mobile teleworking, and remote work are all 
examples of official activities carried out from locations 
other than traditional office spaces. Over the years, research-
ers defined the concept of teleworking in many dimensions. 
Teleworking comprises several formats, i.e., work from 
home, teleworking from remote offices, mobile telework, 
etc. A little research has been conducted to show the mod-
erating effect of teleworkers' level of accountability and 
level of manager's supervision over teleworkers' in defining 
the relationship between telework, work-life balance, and 
performance (Solís, 2017). Several organizations adopt the 
flexible work setup for their employees and WFH is one of 
the main telework options as flexible working arrangements. 
Research shows that telework factors such as collaboration, 
coordination, and configuration (home as a working place), 
etc., impact the productivity/performance of individuals 
and ultimately overall organizational outcomes (Nakrošienė 
et al., 2019). We propose these factors as moderating vari-
ables between WFH and individual performance. This paper 
mainly focuses on explaining specified moderating variables 
and how they moderate the WFH setting-individual perfor-
mance relationship.

Literature review

Several works of literature argued the factors of WFH set-
tings in the context of its outcome, advantages and disad-
vantages (Nakrošienė et al., 2019). Research reveals that 
individuals who execute work from home can have higher 
performance/productivity due to lesser engagement in 
physical office meetings, more autonomy and flexi time, 
more work freedom and increased work life balance, no 
interruption and more empowerment etc. (Patanjali & 
Bhatta, 2022). On the other hand, some researchers pre-
sented an opposing argument. The WFH setting reduces 
organizational visibility, teamwork and management sup-
port, and interpersonal interaction, and is unconnected 
from organizational core values, goals, ethos, and culture 
(Nakrošienė et al., 2019). Research suggests that this isola-
tion may lead to less professional development and career 
growth opportunities. Some researchers suggested that 
WFH setting is as an initiative to balance life obligations, 
performance, and associated factors. The WFH concept 
was primarily discussed in terms of its advantages and dis-
advantages in the literature. To the best of our knowledge, 
scholars have not paid much attention to how to maintain 
individual performance in the context of WFH.

Employee performance depends on several factors. 
Many theories and research papers in the management lit-
erature discuss various performance measurement systems 
(Boyle, 2013). Previous literature, however, reveals that 
negotiation between superiors and subordinates happens 
on goal setting, performance metrics, and key performance 
indicators in the context of face-to-face discussions and 
joint agreements in a four-wall enclosed physical office 
environment. Working from home became an alternative 
option for organizations to run office activities remotely 
using disruptive technology post-pandemic (Kaushik & 
Guleria, 2020). Thus, WFH has proven to be a future-
oriented organizational working system using technol-
ogy applications. In addition to technology applications, 
behavioral and environmental factors play a crucial role in 
determining employee performance (Kaushik & Guleria, 
2020). Several researchers argue that these factors con-
tribute significantly to predicting an individual's perfor-
mance, which in turn predicts a firm's performance (Dia-
mantidis & Chatzoglou, 2019). Behavioral, environmental, 
and family atmospheres are more critical than technology 
applications in order to determine an individual's per-
formance in the WFH system. (Ruppanner & Huffman, 
2014). WFH affects behavioral factors such as employee 
motivation, commitment to shared goals, and mutual trust 
(Nakrošienė et al., 2019). Overstay at home can increase 
mental boredom, lethargy, and anxiety (Xiao et al., 2021). 
Technological factors like high-speed internet, commu-
nication tools (Vaara & Langley, 2021), and office-like 
arrangements (i.e., laptop/computer, printers, scanner, 
etc.) play critical factors to make WFH more viable (Rig-
otti et al., 2021). Environmental factors include a proper 
arrangement of workspace at home, avoiding distractions, 
work-life balance, and maintaining social interaction are 
also key characteristics of WFH for which an individual 
has to manage in WFH setup (Rigotti et al., 2021). Dia-
mantidis and Chatzoglou (2019) suggests that face-to-face 
continuous observance and monitoring system makes an 
individual more inclined towards work accomplishments 
and improves a sense of commitment, culture, and com-
petence through interaction with others at the workplace. 
Renkema et al. (2017) proposed a concept of integration 
and evaluation of various levels in organizations. Spe-
cifically, they explained that effective measurement and 
management of multilevel analysis would lead to optimum 
results. WFH is an emerging research area to identify the 
critical factors for unbiased, objective, and unambiguous 
individual performance measurement. This paper attempts 
to highlight certain behavioral and environmental factors 
that could be critical to deciding an individual's perfor-
mance in WFH settings.

Individual performance contributes substantially to broad 
organizational performance. It is imperative to manage and 
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measure the performance of individuals with objectivity 
(Boyle, 2013). Research shows that evaluating individual 
performance in the physical workplace through face-to-face 
conversation between reporting manager and subordinate 
makes it more rational and logical (Boyle, 2013). Diaman-
tidis and Chatzoglou (2019) recommended that a reporting 
manager observes an individual’s behavioral traits consist-
ently in the physical workplace and subsequently discusses, 
suggests, and communicates their developmental needs. A 
constant face-to-face dialogue between reporting manager 
and subordinate helps improve the subordinate's dedication, 
disposition, and determination (Diamantidis & Chatzoglou, 
2019), configuration, collaboration, and coordination (Kau-
shik & Guleria, 2020). Perlow and Kelly (2014) suggests 
that all these factors contribute significantly to improving 
an individual's efficiency and positive behavioral traits that 
make an individual effective, productive, and proactive in 
the workplace. This paper is an attempt to argue that do 
these factors have similar importance in WFH-individual 
performance? Further, if significant how does it integrate 
to improve an individual's performance for inclusive firm 
performance? This paper presents a conceptual model using 
these factors as moderating variables to link WFH-individ-
ual performance. Moreover, this paper presents WFH as a 
future working arrangement and how WFH-individual per-
formance would be significant to achieving overall organi-
zational goals?

As a result of the Covid-19 pandemic, numerous papers 
were published on the pros and cons of remote working/
working from home. Researchers and practitioners have 
deliberated several factors of remote working/working from 
home, including how to maintain employee productivity/per-
formance. An attempt is made in this paper to conceptualize 
the effects of moderating variables on WFH-individual per-
formance in a broader context. For an individual to achieve 
higher performance, even while working from home, dedi-
cation, disposition, and determination are essential (Gagné 
& Deci, 2005). These three factors belong to a person's 
characteristics usually appear in an individual committed to 
performing. On the other hand, organizational characteris-
tics are similarly essential to ensure individual performance. 
The presence of collaboration and coordination among the 
coworkers enhances work engagement, which leads to higher 
individual performance (Osifo, 2013).

Moreover, the ergonomically configured office settings 
enhance employees’ health and well-being to ensure the 
systematic advancement in work settings, which energizes 
the execution of work to meet the targets on time (Meijer 
et al., 2009). Building such synergy is easier in a physical 
workplace and group working environment. However, this 
is an area of research for academicians and practitioners 
that how these variables act in the WFH—individual per-
formance relationship. In our conceptual model, we propose 

these variables as moderating variables to moderate the rela-
tionship between WFH settings and individual performance. 
Several authors have taken these variables as moderating 
variables in other areas of study like business research, 
employee engagement, and behavioral studies (Farooq & 
Vij, 2017; Jain et al., 2013). In future empirical research, it 
would be interesting to investigate the moderating effects of 
specified moderating variables on WFH-individual perfor-
mance relationships. We propose a conceptual framework 
that how these variables function in the WFH-individual 
performance relationship.

Methodology

We primarily reviewed existing literature that highlights the 
impact of individual characteristics and group dynamics on 
work performance. Moreover, the design of the conceptual 
model is based on the self-determination theory that how 
an individual's characteristics/behavior influence job per-
formance in a work from home setup. The outbreak of the 
Covid-19 pandemic led organizations to rethink/redesign 
their working systems. As a result, working from home 
became a popular option for a remote working system and 
it was adopted by several organizations for the execution 
of official works using technology applications (Kaushik & 
Guleria, 2020). WFH will remain an option for the remote 
working system in the future for several organizations. While 
adopting the WFH culture, an individual's performance 
matters to sustain the overall organizational performance. 
Researchers have mainly focused on studying an individual's 
contribution to organizational performance when working in 
physical office arrangements (Markman, 2009). A collective 
working environment enables coworkers to easily coordinate 
and collaborate, which boosts an individual's performance 
(Audrey & Patrice, 2012). Several factors influence an indi-
vidual performance while working in a physical office setup 
(Audrey & Patrice, 2012). However, researchers have given 
more attention to the following six factors, i.e., dedication 
(Bakker & Demerouti, 2008), disposition (Alvarez, 2017), 
determination (Gagné & Deci, 2005), configuration (Haapa-
kangas et al., 2018), collaboration (Markman, 2009) and 
coordination (Okhuysen & Bechky, 2009) that encourages 
an individual to give his/her optimum efforts for increasing 
performance. Some researchers have also interrelated these 
factors with the characteristics of self-determination theory 
(Deci et al., 2017; Gagné & Deci, 2005). They recommend 
that these six factors enhance an individual commitment 
towards the fulfillment of timely completion of jobs that 
ultimately makes a big impact on the overall improvement 
of organizational performance. In other words, these factors 
act as moderating variables between individual performance 
(dependent variable) and working environment (independent 
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variable) (Farooq & Vij, 2017). Research has shown that 
these factors directly or indirectly affect the positive rela-
tionship between individual performance and physical work-
place design (Osborne & Hammoud, 2017; Osifo, 2013). 
This conceptual paper introduces propositions to address 
the relationship between WFH and individual performance 
by hypothesizing moderating effects of specified moderating 
variables. Literature suggests that the role of the moderat-
ing variable is critical in determining the direction and/or 
strength of the relationship between the independent and 
dependent variables (Glavin & Schieman, 2012). In this 
paper, we present WFH as an independent variable and indi-
vidual performance as a dependent variable.

A moderator variable determines the direction and/
or strength of the relationship between independent and 
dependent variables that affect, strengthen, and assess the 
causal relationships among variables/constructs (Farooq & 
Vij, 2017). In other words, moderating effects occur when 
moderating variables influence the relationship between 
independent and dependent variables (Farooq & Vij, 2017). 
Depending on the type of moderating variable, such vari-
ables may either be categorical or situational independent 
variables (Farooq & Vij, 2017). This paper also hypothesizes 
the role of moderating variables between WFH and indi-
vidual performance. Even in the physical workplace, certain 
characteristics of moderating variables are evident to deter-
mine performance (Wu & Zumbo, 2008). However, WFH is 
altogether a different setup of working system, and the role 
of moderating variables becomes critical to sustaining the 
performance of an employee. This paper hypothesizes the 
role of six key moderating variables that may be significant 
factors to determine the relationship between WFH and indi-
vidual performance.

The type of moderators can either be qualitative or quan-
titative. In this paper, we present three of the study moderat-
ing variables (i.e., dedication, disposition, and determina-
tion) in the qualitative category and the other three (i.e., 
configuration, collaboration, and coordination) in a quantita-
tive category. We posit these moderating variables as quali-
tative and quantitative for further empirical research to prove 
their theoretical relevance, statistical significance, and prac-
tical acceptance between the predictor variable (work from 
home) and a criterion variable (individual performance). 
In a correlation analysis model, specified moderating vari-
ables play critical functions to determine the relationship 
between WFH setting and individual performance. The 
study of moderating variables has conceptual importance in 
the theory-building of WFH settings. Moreover, specified 
moderating variables have strategic and statistical impor-
tance in the association between WFH settings and indi-
vidual performance.

SDT is a theory of motivation that mainly relates to the 
manifestation of an individual behavior either from within 

or influenced by an external factor in a particular context 
(Ryan & Deci, 2017). Researchers have expanded the use of 
SDT in several areas of study like work motivation (Ryan 
et al., 2018), organizational psychology (Deci et al., 2017), 
social psychology (Soenens & Vansteenkiste, 2005), per-
formance management (Kuvaas, 2008) and so on. Several 
authors defined SDT, but Deci and Ryan’s work in the areas 
of SDT theory conceptualization, enlargement, and its appli-
cation is exemplary. This paper attempts to apply SDT in 
proposing a conceptual framework that connects the WFH-
individual performance relationship. Many researchers have 
used SDT to predict an individual's performance in physical 
working environments (Landry and Whillans, 2018; Deci 
et al., 2017). Despite its importance, SDT has received less 
research attention in the context of WFH and individual per-
formance. It is an ideal time to introduce SDT to the context 
of WFH, which is an emerging scope for the future of the 
working system. By using SDT in the WFH context, we have 
attempted to identify likely intrinsic and extrinsic motivators 
that may serve as moderating variables between WFH and 
individual performance.

While applying SDT in practice, researchers have iden-
tified several factors as intrinsic and extrinsic motivators 
based on areas of study. Similarly, this paper considers 
three factors (i.e., dedication, disposition & determination) 
as intrinsic motivators and the other three (i.e., configura-
tion, collaboration & coordination) as extrinsic motivators. 
In the proposed conceptual model, these factors have been 
hypothesized as moderating variables between WFH-indi-
vidual performance. In this paper, we discuss how to make 
WFH settings more like an organizational workplace envi-
ronment, where well-designed and ergonomic office infra-
structure maximizes individual performance. In this paper, 
moderator variables are those that theoretically exert a posi-
tive influence between WFH settings and the performance of 
individuals working from home, much like HPWS examines 
aspects of the physical workplace environment to optimize 
productivity levels.

Developing conceptual framework

We propose a conceptual model of the relationship between 
independent, dependent, and moderating variables as 
depicted below:

 Figure 1 shows six specified moderating variables that 
strengthen the relationship between WFH settings and 
individual performance. This model attempts to outline the 
moderating variables of how it affects the direction and/
or relationship between WFH settings and individual per-
formance. The arrangement of a systematized synergy of 
specified moderating variables by both key stakeholders, 
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i.e., employee and employer, can prove WFH settings 
as performance-driven, result-oriented, and HPWS in 
the future of working culture. Previous research largely 
focused on the contribution of specified moderating varia-
bles to enhance an individual's performance in the conven-
tional workplace (Bakker & van Woerkom, 2017). In the 
physical workplace, an individual gets a conducive work 
environment and cooperation of colleagues to portray the 
characteristics of six specified moderating variables. The 
working conditions of WFH are comparatively different 
from the working environment of the physical office setup. 
The proposed conceptual framework intends to conceptu-
alize the WFH-individual performance and how these six 
factors moderate the relationship? It has been empirically 
and statistically proven that these moderating variables 
have a strong impact to enhance an individual performance 
that augments collective organizational performance sig-
nificantly (Deci et al., 2017; Diamantidis & Chatzoglou, 
2019). The WFH setting is an emerging research area for 
researchers that how WFH could be more beneficial for 
diverse organizations? This paper specifically focuses to 
identify the moderating factors that influence an individ-
ual's performance as shown in the proposed conceptual 
framework. Individual performance matters in the broader 
context of organizational outcomes. Dedication, disposi-
tion, and determination is an autonomous intrinsic motiva-
tor that comes from within and self-driven (Weinstein & 
Ryan, 2010). On the other hand, configuration, collabora-
tion, and coordination is an extrinsic controlled motivator 
that influences an individual through external interven-
tions (Ryan & Deci, 2017).

Literature review of moderating variables

Dedication

Dedication is one of the prominent decisive factors to pre-
dict the success of the work. It is directly associated with 
the characteristics of an individual. In other words, show-
ing dedication in work indicates the type of personality an 
individual has in a workplace environment. Arora and Adhi-
kari (2013) associated the dedication of employees to work 
engagement. They suggest that if employees have higher 
dedication towards work, they will have a higher engage-
ment at the workplace, increasing their performance. Work 
engagement has mainly three dimensions, i.e., dedication, 
vigor, and absorption. Of these three dimensions, the defi-
nition of dedication is theoretically too broad. Dedication 
refers to an employee’s firm connection, involvement, and 
engagement with their work and having a sense of respon-
sibility, relevance, passion, and challenge to execute the 
given task (Bakker & Demerouti, 2008). Dedication can be 
described as a strong emotional attachment, involvement, 
and acquaintance with one’s work. Yongxing et al. (2017) 
defines dedication as a sign of firm willingness or willpower 
to engage oneself in an activity or work with a sense of 
responsibility, significance, ownership, and passion. In other 
words, it can be defined as a strong positive mindset aiming 
to finish the organizational activities in an appropriate and 
timely manner.

Several scholarly articles narrated the impact of the char-
acter of dedication on significant results in personal and 
professional aspects (Yongxing et al., 2017). Dedication 
is the most preferred behavioral outcome. An organization 

Fig. 1   A proposed conceptual 
framework linking independent 
variable (WFH), moderating 
variables (3Cs & 3Ds), and 
dependent variable (IP). The 
model hypothesizes that the 
strength of the relationship 
between an independent vari-
able and a dependent variable 
depends on the effects of the 
moderating variables.
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expects its employees to perform tasks for continuous per-
formance improvement. A spirit of dedication, however, 
is more of an intrinsic motivation factor present in people 
that is manifested in extrinsic behaviors. Yongxing et al. 
(2017) explained that a character of dedication grows in 
an individual while working in a group or a workplace by 
manifesting other colleagues' dedication towards work. In a 
physical office environment, supervisor-subordinate interact 
frequently, and the supervisor can influence subordinate’s 
dedication through continuous monitoring, mentoring and 
counselling (Tunk & Kumar, 2022). Individuals who work 
from home may have multiple responsibilities outside of 
official work, and therefore, it is imperative that they man-
age their choices and cognition prudently while managing 
their responsibilities. Thus, a lack of face-to-face interaction 
between supervisors and subordinates may lead to subordi-
nates varying levels of dedication. The majority of research 
focused on the demonstration of workforce dedication in the 
context of a physical office arrangement (Yongxing et al., 
2017). This paper explores the degree of dedication shown 
by employees while working from home.

Proposition 1: WFH and individual performance are sig-
nificantly moderated by employee dedication.

Disposition

Disposition is an exhibition of the intrinsic characteristic 
of a person (Choi, 2009). Disposition refers to the usual 
tendency of one's state of mind, psychological or emotional 
outlook or temperament, characteristics, traits, beliefs, and 
attitude to specific situations (Alvarez, 2017). Many schol-
arly articles defined the meaning of disposition in a broader 
context, but this paper presents disposition as a state of an 
individual's temperament, particularly in the organizational 
context. Employee satisfaction is one of the critical areas 
where researchers have given more attention to study the 
dispositional effect. Job satisfaction has a direct link with 
employees' emotions and cognition. The outcome of this 
relationship is driven by the affective dispositional model. 
The affective dispositional theory posits that disposition 
comprises two outcomes—positive affectivity and nega-
tive affectivity (Watson & Slack, 1993). If employees enjoy 
their work and have high satisfaction, passion, vigor, and 
enjoyable engagement at the workplace signify a positive 
dispositional effect. On the other hand, the appearance of 
lowness, lethargy, anxiety, stress, tension, and unpleasant 
involvement in an employee’s behavior illustrates the nega-
tive dispositional effect.

Several researchers have studied the impact of the dispo-
sitional effect on an individual’s job satisfaction, motivation, 
and engagement with organizational work. Positive affectiv-
ity creates a positive disposition that leads to an employee’s 

job satisfaction (Watson & Slack, 1993). Researchers also 
correlated job satisfaction with employee performance. In 
other words, dispositional effects contribute a critical sig-
nificance in determining workforce productivity. A well-
arranged physical office environment is positively signifi-
cant to the workforce's positive dispositional effect and vice 
versa. Literature suggests that the outcome of the disposi-
tional effect varies from individual to individual and from 
situation to situation based on the circumstances. Several 
factors influence an individual's mood. This paper refers to 
disposition as how employees respond to work-from-home 
situational factors. WFH situational factors may include 
family engagement, work-family conflict, absence of col-
leagues, and office environment.

Proposition 2: Individual performance and WFH are sig-
nificantly moderated by employee disposition.

Determination

The concept of determination has broadly been defined, 
deliberated, and discussed in organizational behavior, 
industrial psychology, and organizational performance lit-
erature. This paper conceptualizes determination as one of 
the moderating variables between WFH settings and indi-
vidual performance. Several authors expanded the scope of 
self-determination theory (SDT) to define the determination 
of an employee in the organizational context (Gagné & Deci, 
2005). Bakker and van Woerkom (2017) defined self-deter-
mination as an employee’s inherent motivation, willingness, 
drive, proactiveness, and initiative towards work intending to 
perform efficiently and appropriately. Behavioral outcomes 
are the result of an individual's internal and cognitive char-
acteristics. The flow at work is another indicator that reveals 
the behavioral approach of a determined employee (Bakker 
& van Woerkom, 2017). A sense of emotional attachment, 
commitment, and excitement is generated through it, lead-
ing individuals to become more engaged and involved in 
their work. An individual who is determined creates intrinsic 
motivation to assimilate into various responsibilities as a 
means of expressing their passion for work.

Several researchers argued the significance of determina-
tion in organizational psychology and management litera-
ture. Many psychological authors linked the self-determi-
nation approach with employees' imagination, innovation, 
employee learning and development, self-respect, and over-
all well-being (Gagné & Deci, 2005). Empirical research 
reveals that in a physical office environment, a subordinate’s 
self-determination is reinforced by the manager's interactive 
orientation and face-to-face supervision, which is directly 
related to the perception, motivation, and satisfaction level 
of a subordinate.



Current Psychology	

1 3

Proposition 3: Individual performance and WFH are sig-
nificantly moderated by employee determination.

Configuration

Configuration in this paper refers to the overall physical 
office settings and arrangement. In corporate culture, hav-
ing state-of-the-art office infrastructure plays a crucial role 
in making the office atmosphere productive, supportive, and 
cooperative (Haapakangas et al., 2018). An office is a place 
where the secretarial/clerical/administrative functions are 
executed. An office setting has multiple elements that need 
to firm up for the effective execution of organizational opera-
tions and business. The proper office configuration creates a 
positive workplace environment.

Several authors described the significance of planned 
office configuration in the office management literature 
(Blok et al., 2012; Haapakangas et al., 2018). Kamarulza-
man et al. (2011) theoretically hypothesized a significant 
relationship between employee performance and factors of 
the physical office settings. These factors include office lay-
out, amenities, systems, and infrastructure. Some research-
ers extended the scope of Herzberg's two-factor motivation 
theory (1959) in studying the arrangement of physical office 
settings. They argued that working conditions are hygiene 
factors that affect the degree of motivation level of employ-
ees in organizations. The hygienic working conditions 
mean that office design requires proper setup of equipment, 
ergonomic sitting arrangement, safe and clean office envi-
ronment. The study shows that making such a workplace 
leads to higher employee performance. Employees spend 
a larger portion of their time on office campuses, the work-
place arrangement and atmosphere affect their well-being, 
which directly affects employees' contribution and overall 
productivity (Kamarulzaman et al., 2011). Several authors 
have shown theoretically and empirically that if employees 
are more pleased with the arrangement of physical office 
settings, they perform better, and organizations yield more 
(Kamarulzaman et al., 2011). It is evident from the litera-
ture review that proper office design, arrangement, adjust-
ment, and formation of the workplace environment provide 
a meaningful contribution to the enhancement of employee 
performance.

Proposition 4: The configuration of the workplace sig-
nificantly moderates WFH and individual performance.

Collaboration

Evan Rosen (2007)'s best-selling book, The Culture of Col-
laboration, outlined collaboration as a process of people 
working together towards a common goal while sharing 
physical spaces or virtual ones. The online Oxford English 

dictionary defines collaboration as the process of work-
ing jointly on an activity or a project. In an organizational 
context, the term collaboration has strategic significance in 
team building, group dynamics, and business development. 
In other words, collaboration is an association of various 
groups of employees, functional verticals, and hierarchies 
working together to achieve a common goal. Several types 
of collaboration exist in organizations that are identified by 
their features, purpose, and nature of work (Bennett & Gad-
lin, 2012). Collaborative culture builds a conducive work 
environment and helps organizations achieve their intended 
objectives.

Office environments with a collaborative approach play 
an instrumental role in safeguarding individual performance. 
As reported in several studies, a collaborative approach, 
practices, processes, policies, plans, and strategies enabled 
multiple organizations to foster a culture of collaboration, 
which ultimately contributed to increased individual pro-
ductivity, as well as profitability for the organization as a 
whole (Kouzes & Posner, 2007; Rosen, 2007). According 
to Kouzes and Posner (2007), collaborative approaches 
require five methods (i.e., modeling the way, inspiring a 
shared vision, challenging the process, empowering others 
to act, and encouraging the heart). They emphasized that 
these five ingredients play a critical stimulus to set up a 
culture of collaboration, innovation, and integration, which 
help organizations work in synergy with one another. Col-
laborative processes help organizations promote a shared 
vision. The sharing of organizational vision at the workplace 
produces team spirit among the workforce, which is more 
feasible in physical office settings (Markman, 2009). From a 
literature review, it can be concluded that collaboration has 
significant moderating effects on the relationship between a 
physical office setting and individual performance. However, 
it would be interesting to investigate the role of collabora-
tion as a moderating variable between WFH and individual 
performance in future empirical research.

Proposition 5: Collaboration between coworkers signifi-
cantly moderates WFH and individual performance.

Coordination

Coordination is one of the central processes that connect 
one another at the various organizational level to strengthen 
the flow of work smoothly and incessantly (Hilbolling et al., 
2022). It is the communication channel, intervention, and 
interaction that assimilates a shared set of interdepend-
ent organizational functions (Okhuysen & Bechky, 2009). 
Malone and Crowston (1994, p.90) defined coordination 
as the “management of dependencies among independent 
activities”. The organizational working culture is a vivid 
example of the coordination theory developed by Malone 
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and Crowston (1994). Each vertical has a set of autono-
mous activities in organizations, but every vertical is inter-
connected to achieve the results. The coordination theory 
conceptualized by Malone and Crowston (1994) contributed 
to the extension of theoretical applications in various dis-
ciplines/fields and suggested that coordination is the core 
process to summarize works/activities executed by differ-
ent verticals/departments. They considered coordination 
as a stimulus that controls the interdependent connections/
associations/relationships between various activities/works/
departments with joint objectives. They further explained 
that coordination is machinery that wheels the dependent 
relationships between different activities effectively and effi-
ciently. Coordination acts as a catalyst in an organizational 
context. In the proposed conceptual framework, coordina-
tion denotes uninterrupted communication of an individual 
working from home with reporting managers /supervisors 
and other members of a unit/team.

Several authors described the significance of coordination 
in a physical office setting. Crowston et al. (2004) explained 
that in a traditional office setting, different team members 
carry the understanding of needs between the tasks, and they 
attempt to coordinate their work so that it goes on smoothly. 
However, scholars define dependencies and coordination 
systems between the tasks in standard terms (Crowston 
et al., 2004). Literature does not describe the differences 
between dependencies and associated interruptions or how 
the coordination system addresses those interruptions. This 
gap led researchers and practitioners to look for a useful 
alternative system to solve it in a given condition. Research 
suggests that each group has a unique set of activities and 
related dependencies, it is challenging to uniform it and/or 
how the information communication and technology (ICT) 
can be used to moderate a process between the various tasks. 
Malone and Crowston's (1994) coordination theory develop-
ment described a new concept of dealing with such inter-
ruptions. The emergence of coordination theory brought 
a new revolution to deal with complicated, strangled, and 
intertwined tasks within multiple functions/verticals in 
organizations (Crowston et al., 2004). Apart from internal 
solutions, coordination helps organizations make things fea-
sible to deal with external agents such as stakeholders, sup-
pliers, contractors, and other associated entities. The proper 
coordination channel application drives effective solutions 
to remove obstacles, resistances, and hindrances to execute 
organizational activities internally and externally. As evident 
from previous research, coordination is a critical factor in 
executing organizational activities. Accordingly, this paper 
shows that coordination plays an instrumental role in the 
WFH setting-individual performance relationship and proper 
coordination between the manager and a person working 
from home would help to ensure the smooth execution of 
tasks.

Proposition 6: Coordination among teammates and col-
leagues significantly moderates WFH and individual per-
formance.

Discussion

It is evident from the literature review that specified mod-
erating variables have been proven both theoretically and 
empirically to play an instrumental role in predicting indi-
vidual performance. Multiple studies have shown the phe-
nomenon of the moderating effects of specified variables on 
employee performance and physical office settings. In the 
wake of the global pandemic of Covid-19, it is evident that 
a large number of organizations are allowing their employees 
to work from home, and WFH has become an appropriate 
alternative for future working systems to perform organiza-
tional activities. As a result, it is imperative for organiza-
tions to specify those factors that moderate individual per-
formance while working from home. Several studies have 
shown that all specified moderating variables have a certain 
level of moderating effects on individual performance and 
physical office settings. To optimize individual performance 
while working from home, it is posited that the moderat-
ing behavior of specified moderating variables needs to be 
positively controlled. A physical office setting provides a 
more convenient working environment for creating syn-
ergy because all team members/supervisors typically work 
together under the same roof (Wohlers & Hertel, 2018). In 
the WFH setting, all team members/supervisors/subordi-
nates work from home or in remote locations. A combina-
tion of specified moderating variables will strengthen the 
relationship between WFH and individual performance in 
such a context. Thus, an individual working from home 
remains engaged with colleagues, supervisors, and other 
team members. As a result, employees will remain motivated 
to complete their assigned tasks and targets while working 
from home regardless of home-based nuisances and distrac-
tions. A further empirical study is called for in this paper 
to explain the moderating effect of moderating variables in 
WFH-individual performance.

The moderating effects of moderating variables vary 
and it depends on individual, group, and organizational 
work settings (Solís, 2017). Furthermore, some moderat-
ing variables have a higher influence over group members, 
and consequently, no interruption from other team members 
produces the phenomenon of moderating effects in the work-
performance relationship (Solís, 2017). In contrast, face-to-
face interaction between supervisors and subordinates sort 
out things easily and solve problems aptly (Solís, 2017). In 
a physical office setting, the behavior of the specified mod-
erating variable is ideally controlled collectively. Empirical 
research on the moderating effects of specified moderating 
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variables shows that they all moderate work-performance 
differently (Farooq & Vij, 2017). As well, we hypothesize 
that individual specified moderating variable has specific 
moderating effects on the WFH-individual performance rela-
tionship. Further, the moderating effects of each specified 
moderating variable may vary depending on the frequency 
and nature of telecommunications, online interactions, and 
real-time availability from both supervisors and subordinates 
(Allen et al., 2015; Tunk & Kumar, 2022).

When employees work in physical office settings, they 
work with the team and other coworkers, creating an envi-
ronment of collaboration. As a result, work becomes fun, 
exciting, and more enjoyable (Gorgievski et  al., 2010). 
The presence of other coworkers increases an employee's 
physical, emotional, and cognitive engagement at work, 
and his/her dedication inevitably increases to meet targets. 
Moreover, the absence of such a workplace environment 
in WFH settings may hinder professional performance and 
distract the individual's dedication. Employees' tendency 
towards adaptability to organizational changes depends on 
various workplace environmental factors (Tunk & Kumar, 
2022). These factors contribute to an employee's personal-
ity development, which drives their disposition in a work-
performance relationship (Tunk & Kumar, 2022). In physical 
office settings, the affective dispositional theory helps an 
individual observe his/her job importance and its character-
istics, whether it is more desirable or unwanted in organi-
zational perspectives (Woods et al., 2013). Moreover, it is 
logical to perceive developmental opportunities, including 
having a sense of performance motive, self-assessment, and 
positive predispositions, leading to cumulative outcomes 
over professional and career development (Woods et al., 
2013). Generally, two types of affective disposition, i.e., 
positive affectivity (PA) and negative affectivity (NA) influ-
ence an individual's job satisfaction level in the workplace. 
The positive affectivity symbolizes high interest in work 
engagement and negative affectivity indicates employee 
burnout wherein individuals appear stressed physically and 
emotionally. Many factors make employees encounter such 
situations (Moen et al., 2013). As evident from the previous 
research, the dispositional effect influences the job satisfac-
tion of an individual in a traditional office set up and it has a 
bigger impact on his/her performance. Moreover, the work-
ing environment and conditions in WFH are different from 
physical office design and this paper argues that how disposi-
tion impacts an individual's job satisfaction in WFH settings 
because it has direct relations with individual performance.

Several researchers used the self-determination theory 
(SDT) to understand workforce motivation and their psycho-
logical beliefs, which drive employees' self-determination 
and initiative towards displaying a commitment to perform 
(Landry &  Whillans, 2018; Deci et al., 2017). SDT suggests 
that an individual’s intrinsic motivation is influenced by 

various professional development activities initiated around 
them. If an individual feels comfortable with these activities 
and perceives them as a source of well-being and happiness 
and finds it exciting to achieve aspirations, goals, and ambi-
tions, his/her intrinsic motivation increases in association 
with those activities. Deci et al. (2017) suggests that intrin-
sic motivation directs employees' determination for higher 
performance, contribution, and involvement at work in the 
conventional workplace. The ability to identify the factors 
that increase employees' intrinsic motivation to display 
determination while working from home is an essential fac-
tor to sustain individual performance. It would be an inter-
esting area of further research for scholars and practitioners 
to study the factors that drive an individual's determination 
towards performance in WFH settings. More specifically, the 
application of self-determination theory in WFH settings has 
yet to be empirically investigated. In this paper, a conceptual 
framework is proposed to explain how a self-deterministic 
approach might moderate the relationship between the WFH 
setting and individual performance in the context of other 
engagements at home. Continuous coordination and collabo-
ration by reporting managers and other coworkers make an 
individual more engaged toward assigned tasks and targets 
(Diamantidis & Chatzoglou, 2019; Lammi, 2021). Empiri-
cally, the degree of engagement of an individual in a WFH 
setting is an area of continuous study for researchers and 
practitioners that how WFH could be made more engaged, 
fun and performance-based.

Similarly, the configuration of a favorable physical 
office design contributes to an employee’s performance 
(Kamarulzaman et al., 2011). A conducive office design 
includes appropriate sitting arrangements, office space, 
lighting, building outlook, and IT/ITes infrastructure 
(Kamarulzaman et al., 2011). These factors encourage the 
workforce to do more at the workplace, ultimately increasing 
individual performance. Vischer’s (1989) research proved 
that the arrangement of a conducive working environment 
resulted in 5–15% growth in employee performance. They 
further showed that the availability of basic amenities moti-
vates employees to focus more on work. However, in WFH 
settings, an individual’s home is a workplace, and it is up to 
him/her to make the home similar to the conventional work-
place environment for upholding performance. The collabo-
rative work culture drives employees’ performance through 
team synergy, continuous interaction, and face-to-face com-
munication (Peter & Marshall, 2015). While working from 
home, it is imperative that the reporting manager/supervisor 
creates a synergistic and collaborative work culture among 
the team members. This will enable the team to achieve high 
performance even though its members are far apart. The 
process of coordination across verticals/departments is one 
of the critical functions in organizations. Systematic coordi-
nation makes the process smoother and ensures every critical 
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network, system, and stakeholder's availability and accessi-
bility to get things done appropriately. The identification of 
critical factors associated with WFH can aid organizations 
in identifying bottlenecks and how to resolve them before 
adopting and implementing WFH. This can prevent interrup-
tions in communication during WFH settings. Coordination 
between team members plays a significant role in maintain-
ing continuous connections and optimizing individual per-
formance in WFH settings.

Theoretical implications

This conceptual paper possesses specific theoretical impli-
cations that deserve further research. In this paper, we 
highlight only the key moderating variables that may influ-
ence the WFH-individual performance relationship, which 
implies limitations in the applicability of the proposed con-
ceptual model. However, it is necessary to identify, sum-
marize, and measure latent variables associated with WFH 
in order to understand how they affect both WFH and indi-
vidual performance relationship. To address these infer-
ences, researchers would benefit from future research into 
the WFH-individual performance relationship. Technology 
applications can also be used in WFH settings to control 
specified moderating variables, just as they are controlled 
in physical offices. Nevertheless, these assumptions can 
only be modified by empirical research and further practi-
cal investigation of our conceptual model by researchers in 
a subsequent study.

Research shows that in remote working cultures, the 3Cs 
(configuration, collaboration, & coordination) are relevant 
to communicating goal setting, performance measures, and 
evaluation systems between superiors and subordinates 
(Bennet & Gadlin, 2013; Crowston et al, 2004). Working 
from home is a remote working concept, and the 3Cs have 
a direct relationship with interpersonal communication 
regardless of other commitments at home. Specifically, these 
research findings led us to focus on only the three quantita-
tive moderating variables (3Cs) which are presented in our 
proposed conceptual framework. Further, the 3Ds (dedica-
tion, disposition & determination) are decisive factors for an 
individual to pursue desired targets, tasks, and goals (Alva-
rez, 2017; Bakker & Woerkom, 2017). In particular, these 
three variables play an influential role in an individual's per-
formance in WFH settings. The individual working from 
home is solely responsible for executing tasks despite several 
constraints, and demonstrating a commitment to achieving 
goals requires strong 3Ds. The paper highlights the 3Cs and 
3Ds linking individual performance and WFH settings and 
offers future research directions for the investigation of the 
proposed conceptual framework in more detail.

Conclusion

While the WFH may be an example of the future work 
culture, researchers and management practitioners can 
explore how the characteristics of specified moderating 
variables moderate individual performance in the WFH 
setting. Several scholarly articles posit that technology dis-
ruption has led modern work culture to the next level. It is 
evident that technological advancement revolutionized the 
work culture and changed the concept of work and busi-
ness practices from manual to digital, and local to global. 
However, the specified moderating variable may play a 
significant role in moderating the individual performance-
WFH setting. Virtual and remote working cultures are 
becoming increasingly popular in several organizations. It 
would be interesting to examine empirically how moderat-
ing variables influence the relationship between WFH and 
individual performance. Besides, we also hypothesize how 
the specified moderating variables affect the supervisor-
subordinate relationship in WFH settings. The feasibil-
ity of WFH in diverse organizations remains an emerging 
field of study/research for practitioners, researchers, and 
academicians despite advances in technology applications.
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