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Abstract: An important consequence of communication technology accelerated development 

is remote work, which in recent years, especially with the outbreak of the Covid-19 crisis, has 

become more the rule than the exception in all sectors. Apart from the inevitable changes in 

labor law and the definition of the very concept of employment, remote work as a specific way 

of organizing work also opens up other issues, such as effective remote employee performance 

management. Through a systematic review of the relevant literature, a theoretical framework 

(model) for remote employee performance management was conceived. The proposed model 

identifies four basic determinates of remote employee performance: workplace environment, 

job autonomy, employee reward system & nurturing employee development. As a mediating 

variable, the model identifies job satisfaction along with work-life balance and occupational 

well-being. The name of the model represents an acronym made of the keywords (Environment, 

Rewards, Autonomy & Nurturing): NEAR / EARN, which is clearly related to its very idea - 

how to keep (physically distant) employees "close" (within the organization), i.e. how to "earn" 

their loyalty and retain them. Herzberg's Two-Factor Theory and Job Demands-Resources 

Model, developed by Baker and Demerouti, make the theoretical foundation of the model. 

   

Keywords: remote work, employee performance, job satisfaction, workplace environment, job 

autonomy. 

  

1. INTRODUCTION 

 

The development of broadband internet and the third, fourth and fifth generation mobile 

networks since the beginning of this century has influenced the emergence and development of 

new industries, products and services, as well as professions and jobs, fundamentally changing 

traditional understandings of employment and work organization. These comprehensive social 

processes are encompassed by the concept of digital transformation. An important consequence 

of digital transformation is that remote work is becoming a global phenomenon and more the 

rule than the exception in almost all sectors, especially since the outbreak of the Covid-19 crisis. 

Remote work in this paper refers to various modalities of remote work, including work 

from home (WFH), telecommting / telework, as the work outside the employer's premises, done 
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either at home or some other place - cafe, library, coworking space (Doyle, 2020), remote work, 

as the work of employees who live at a significant geographical distance from the employer’s 

premises, e.g. in another country or continent (Savić, 2020), as well as various hybrid work 

models, in which employees work remotely for a proportion of their contracted working hours 

(Grzegorczyk et al., 2021). 

Specifics of remote work compared to work at the employer's premises are reflected in 

differences in the work environment (physical and social) and monitoring and assessment of 

the work performance. These specificities, depending on how they are managed, can have both 

positive and negative implications for: 

 job satisfaction, 

 work-life balance, 

 personal well-being, 

 work motivation, and 

 employee performance and loyalty (organizational commitment). 

After the end of the pandemic and lifting of the mandatory social distancing measures, 

research has shown that employees and employers, i.e. workers and managers have conflicting 

views on remote work, including hybrid work models. In the survey, conducted by Microsoft 

in 11 countries (2022), 87% of employees who mostly work remotely claimed that they are as 

productive as in the office, i.e. that remote work does not reduce their productivity. At the same 

time, 85% of business decision makers (business owners or managers) stated that they are not 

convinced that remote work does not have a negative impact on productivity, and 82% of them 

said that it is in their interest for employees to return to the office. In this regard, a tendency to 

return employees to offices was noted, i.e. a decrease in the percentage of employees working 

remotely, compared to the period when the pandemic measures were in force. 

In EU, an average of 5.5% of employees aged 20-64 mostly worked remotely in 2019, 

so that percentage would increase to 12.3% in 2020, and to 13.5% in 2021 (Eurostat, 2022). In 

2022 this share declines: 10.2% of EU employees predominantly worked remotely (Statista, 

2023a). According to the Statistical Office of the Republic of Serbia (2023), 7.5% of employees 

in Serbia worked remotely in 2019, 10.3% in 2020, 11.3% in 2021 and 8.2% in 2022. 

The share of remote work after the lifting of pandemic measures is therefore globally 

declining, but not to the level it was at in 2019 (before the pandemic outbreak). The conclusion 

is clear: the change in the traditional understanding of work organization, induced by digital 

transformation and strongly encouraged and accelerated by the pandemic crisis, is irreversible. 

In the post-Covid era, the effective management of remote employee job satisfaction, 

motivation and performance will be particularly important in the sectors where market survival 

and growth is entirely dependent on the employee knowledge, skills and engagement and where 

the remote work was widely represented even before the pandemic outbreak, such as IT and 

telecommunication, professional (consulting, design, research) and educational services (Milasi 

et al, 2020). 

It can be said that there is a substantial body of research in the field of remote employee 

performance management, which has increased especially in the last several years, after the 

Covid-19 pandemic outbreak and introduction of mandatory measures to switch to remote work 

wherever possible, when this form of work covered a majority of the global workforce. Through 

theoretical considerations as well as empirical research, authors have sought to identify key 

factors which ultimately affect the remote employee performance. The largest number of 

empirical studies, however, focused on the context of the pandemic crisis and the partial 

influence of one or two to three specified factors on employee performance in a specific sector 

in a limited geographical area, without examining the possible difference between the impact 

of employee performance factors in remote versus in-office work, which represent the main 
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limitations of those studies. At the same time, the number of studies conducted with the aim to 

provide a comprehensive framework for understanding factors influencing the performance of 

remote employees in the post-Covid era is still relatively modest. The main contribution of this 

work is that it, based on the systematic and critical review of the relevant literature, indicates 

this gap and offers a comprehensive approach to the problem of managing the performance of 

remote employees in the post-covid era, through the proposal of a general theoretical framework 

- a model for effective remote employee performance management. The model synthesizes the 

impact of a greater number of employee performance factors, identified in the reviewed and 

analyzed studies, in four basic categories: 

 work environment, 

 job autonomy, 

 employee reward system, 

 nurturing employee growth and development. 

The defined synthetic factors are classified into two categories: 

 hygiene factors - workpace environment and employee reward system 

 growth (motivator) factors - job autonomy and nurtiring employee development, 

in accordance with Herzberg's two-factor theory (Herzberg, 1968), in order to clearly indicate 

the strategic importance of each of them. 

The proposed descriptive model represents a possible basis for further empirical and 

theoretical research. 

 

2. METHODOLOGY 

 

“Total knowledge production in the field of business and management is accelerating at 

a tremendous speed while at the same time remaining fragmented and interdisciplinary, making 

it hard to keep up with state-of-the-art research and assess the collective evidence in a particular 

research area. It is why the literature review as a research method is more relevant than ever.” 

(Snyder, 2019)  

A literature review as a research method can broadly be described as a systematic way 

of collecting and synthesizing previous research (Baumeister & Leary, 1997). An effectively 

conducted literature review creates a firm foundation for advancing knowledge and facilitating 

theory development (Webster & Watson, 2002).  

In order to collect and analyze relevant data related to the problem of remote employee 

performance management, a systematic literature review was conducted. The reviewed studies 

are analyzed and their results are systematizated rigorously, transparently, and in a reproducible 

manner (De-la-Calle-Durán & Rodríguez-Sánchez, 2021). The search has been carried out by 

using the Scopus and Web of Science (WoS) databases, as the two most widely used databases 

for academic research. The type of search cunducted was a keyword search. The selcted search 

terms included: “remote work”, “knowledge work” and “employee performance”. 

 

3. LITERATURE REVIEW 

 

Employee performance in human resource management (HRM) practice is considered 

as results, outcomes and achievement of employees towards organizational and sectional goals 

(Khoshnaw & Alavi, 2020). Thus, optimizing employee performance in the long run to make it 

a key organizational competitive advantage, can be understood as the ultimate goal of HRM in 

the knowledge-based industries. The first and most important step in the process of conceiving 
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an efficient employee performance management system would be to identify the key employee 

performance drivers and understand their driving mechanisms. 

Work motivation is theoretically well-established and empirically proven as a direct and 

strong determinant of productivity and employee overall performance. Defined broadly as a 

person’s atitude towards job tasks or the driving force of job tasks execution, it is commonly 

viewed as two-dimensional concept, consisting of intrinsic (internal) and extrinsic (externally 

driven) motivation. This implies that it can be influenced (driven), where the possible impact 

largely depends on one’s personal traits. According to Blumberg and Pringle (1982), the 

concept of (work) motivation includes “motivation, job satisfaction, job status, anxiety, 

legitimacy of participation, attitude, perceived task characteristics, job involvement, ego 

involvement, self-image, personality, norms, values, perceived role expectations, and feelings 

of equity”. Further, it can be concluded that a person’s atitude towards / perceptions of / feelings 

about the job and the totality of work environment, along with his/her ability (qualification, 

skills), determine the job tasks execution and output delivered. This overall internal driving 

force can be influenced systematically by organizational policies and management practices 

and driven towards desired outcomes. Numerous empirical proofs support this thesis. On top 

of that, work motivation, job satisfaction, well-being in the workplace and work-life balance 

are so interrelated concepts, that can be regarded as a whole. The later two are often used as 

synonyms and are also known as an occupational wellness. According to Wright at al. (2007), 

job satisfaction is a predictor of job performance only if a worker has a high level of personal 

well-being. Vividly expressed, these intrinsic factors of employee performance make a core 

envelope, where employee performance is the core.  

A key task in front of the top and HR management of any organization, but especially a 

knowledge-based ones, therefore, is to identify key external driving forces of job satisfaction, 

work motivation, and employee performance.   

In the contemporary context of the remote work, an additional question arises: Are there 

any significant specificities in the structuring of the employee performance management system 

in remote work models? 

As previously stated, there are few works aiming to comprehensively examine factors 

of remote employee job satisfaction, motivation and performance and to propose a theoretical 

framework for the remote employee performance management practice.  

Ali et al. (2023) conducted an empirical research of factors that affect remote workers’ 

job satisfaction and personal well-being in Utah, USA, based on AMO theoretical framework, 

which considers the role of three employee performance determinants: ability, motivation and 

opportunity, driven by three key HR bundles: skill-, motivation-, and opportunity-enhancing 

(Beltrán-Martín & Bou-Llusar, 2018). As well as for motivation, Blumberg & Pringle (1982) 

provide a definition of ability and opportunity. Ability (or capacity to perform) refers to “the 

physiological and cognitive capabilities that enable an individual to perform a task effectively” 

(Blumberg & Pringle, 1982), while the concept of opportunity includes “tools, equipment, 

material and supplies, working conditions, actions of co-workers, leader behaviour, mentorism, 

organizational policies, rules and procedures, information, time, and pay” (Blumberg & Pringle, 

1982).  

According to AMO framework, ability-enhancing HRM practices include training and 

career development, as well as recruitment and selection. Motivation-enhancing practices are 

consisted of extrinsic and intrinsic motivation practices, where the top practices under extrinsic 

motivation are performance appraisal and extrinsic incentives, while less common practices 

include individual and team performance based pay, recognition, job security, promotion, social 

activities, and work-life balance opportunities.  

Ali et al. summarized the results of their research in the following model: 
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Figure 1. The influence of HR bundles and organizational culture on remote employee job satisfaction 

and personal well-being (Ali et al., 2023) 

 

The clear contribution of this work is that it emphasize the importance of organizational 

culture along with HR practices in employee job satisfaction and wellbeing within remote work. 

According to the authors, organizational culture “played an indirect, but important role in job 

satisfaction” of the surveyed remote workers (Ali et al., 2023). 

Another valuable attempt of comprehensive approaching to the problem of employee 

performance management in remote work environment was made by De-la-Calle-Durán & 

Rodríguez-Sánchez (2021) by developing a theoretical framework for strengthening employee 

engagement and well-being in times of COVID-19 i.e. in remote working environment. The 

five categories are proposed as the determining factors for reinforcing employee engagement, 

namely: conciliation, cultivation, confidence, compensation, and communication. Although the 

proposed model can be applied in any other circumstances, as the authors point out, it has been 

used to reflect how the pandemic is affecting employee wellbeing (De-la-Calle-Durán & 

Rodríguez-Sánchez, 2021). Each of these categories contain three specific factors of employee 

engagement: 

 Conciliation: remote working, professional-private life, family diversity 

 Cultivation: professional career, new technology, development opportunities 

 Confidence: health, safety, leadership 

 Compensation: remuneration, endeavour, non-monetary benefits 

 Communication: networking, job and career feedback, involvement 

Among other things, the results of the study suggest that managers, in order to achieve 

employee well-being and engagement, should focus on:  

 facilitating remote work conditions so that employees can reconcile work and 

family life, 

 inhouse training, as an opportunity to improve employee attitudes, expectations, 

and motivation.  

 a compensation policy that corresponds to the new circumstances, including not 

only monetary, but also non-monetary benefits,  

 facilitating communication, information sharing, and informal relations among 

colleagues and supervisors (De-la-Calle-Durán & Rodríguez-Sánchez, 2021). 
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Figure 2. Structural representation of 5C model (De-la-Calle-Durán & Rodríguez-Sánchez, 2021) 
 

The majority of the empirical studies reviewed were designed as explanatory research 

with quantitative approach, based on the structural equation modelling or multiple regression 

analysis, with random or convenient sampling, using mainly Likert scale questionnaires as the 

data collection technique. The studies were conducted in order to analyze and determine the 

relationship between various employee performance factors as the independent variables and 

employee performance as the dependent variable, whether directly or using other employee 

performance determinants (intrinsic motivators) as the mediating variables. No relevant study 

examining the difference between the impacts of a particular employee performance factor in 

the remote work conditions versus in-office work was found (which is by no means an assertion 

that such studies do not exist or are not available). The focus of the studies reviewed dominantly 

was on the context of the pandemic crisis and the partial influence of one or two-three specified 

factors on employee performance in a specific sector in a limited geographical area, which is 

their main limitation. 

Performance drivers for remote workers most widely tested in the reviewed studies are: 

 compensation, 

 work environment, 

 organizational support, 

 job autonomy, 

 employee engagement, 

 organizational commitment, 

 job satisfaction, 

 work motivation, 

 work-life balance, 

 occupational well-being, 

where the last five factors (employee engagement, organizational commitment, job satisfaction, 

work motivation, work-life balance and personal well-being) has dominantly been used as the 
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intervening variables as direct and strong determinants of the employee productivity and overall 

performance in general. 

Compensation has been proven to have significant impact on productivity and overall 

performance of remote employees in the most of the reviewed empirical studies, both directly 

(Azmy et al., 2022; Khoirunnisah & Siregar, 2023) and indirectly, through work motivation as 

a mediating (intervening) variable (Lubis, 2021; Syamsuddin et al., 2021). There are few 

opposite findings, as those of Johannes et al. (2023), where the influence of compensation on 

the organizational commitment of remote employees in FMCG sector in Indonesia was found 

insignificant. In all reviewed studies, compensation is taken generally, including all its usual 

components - base salary, performance-based pay and bonus schemes. 

As for workplace environment in remote work, three dimensions of this factor of remote 

knowledge employee performance can be identified: physical, digital (i.e. virtual) and social 

environment, where physical environment addresses the physical space (surroundings) where 

work is conducted, digital environment refers to information and communication technology as 

well as collaborative virtual workspace, and social environment includes organizational culture, 

structures and values, leadership and management practices (Lindeberg et al., 2023). The results 

of empirical studies reviewed indicate that workplace environment has a siginifcant impact on 

motivating and engaging employees in remote work arrangements (Chatterjee et al., 2022; 

Lubis, 2021; Khoirunnisah & Siregar, 2023). 

There are numerous evidences showing the positive relation between job autonomy and 

job performance (Khoshnaw & Alavi, 2020). In reviewed empirical studies, authors define job 

(task) autonomy as a job resource with the significant positive effect on job satisfaction and job 

performance (Nguyen et al., 2003; Morgeson et al., 2005; De Carlo et al., 2016; Dong et al., 

2023), as well as on organizational commitment (Sisodia & Das, 2013) and psychological well-

being (Clausen et al., 2022). According to Dong et al. (2023), “it is not high demands per se, 

but high demands combined with a lack of job resources (such as job autonomy) that undermine 

desirable work outcomes such as job satisfaction, while flexible work schedules as well as high 

decision-making autonomy increase employees’ satisfaction with work”. 

Organizational support is another factor which impact on employee performance has 

been tested in a number of the reviewed studies. According to organizational support theory, 

perceived organizational support represents an employee’s perception of the extent to which 

the organization values his/her contribution and cares about his/her well-being (Eisenberger et 

al., 2020). The antecedents of this intrinsic factor of employee well-being, job satisfaction and 

performance are: organizational fairness (justice), leader/supervisor support and HR practices 

among which the practice of providing developmental opportunities has the strongest impact. 

Kohont & Ignjatović (2022), based on the results of their empirical research, conclude 

“that a company’s readiness for WFH and organizational support are the keys to the successful 

implementation of WFH. This includes the technical side, different ways and extent of support 

for employees, (re-)transformation of work and working time arrangements, the provision of 

training and development of required competencies and the supporting role of leaders”.   

Perceived organizational support produces a positive significant influence on the job 

satisfaction of managers working remotely (distance managers) of all levels (Ipsen et al., 2022). 

Organisational technical as well as social support for teleworkers is associated with positive 

wellbeing outcomes, increased job satisfaction and reduced psychological strain (Bentley et al., 

2016). Perceived organizational support can increase engagement and job performance and 

decrease occupational stress in WFH (Junça Silva & Lopes, 2023). 
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4. THEORETICAL FRAMEWORK 

 

Based on the reviewed previous works which proposed comprehensive approach to the 

problem of employee motivation and performance management while working remotely and 

the results of reviewed empirical studies, the following four aspects i.e. four driving forces of 

employee performance in remote work models are identified: 

 Environment - as the workplace environment, 

 Autonomy - as the job/task autonomy and work flexibility, 

 Rewards - as the rewarding / compensation system, 

 Nurturing - as the recognition and provision of developmental opportunities. 

Workplace environment in terms of remote work comprises three previously mentioned 

dimensions: physical, digital (virtual) and social environment. 

Job autonomy is defined here as the employee autonomy of choice regarding when, 

where and how the work assigned is done. It includes flexible scheduling and work structuring, 

but goes beyond, including accountability and employee empowerment. 

The concept of rewards / rewarding system here refers to compensation plans including 

all monetary payments to an employee and non-monetary benefits (health insurance coverage, 

retirement plans, vacation paid, child daycare etc). It does not include any form of recognition 

for achievement, promotion and benefits in form of tuition assistance programs.  

By nurturing, all types of systematic organizational support to employees towards their 

professional and career development are understood as well as recognition, promotion and job 

congruence. 

In order to set up a comprehensive descriptive model of remote employee performance 

driving forces, that could serve as a theoretical basis for practical purpose of designing effective 

employee performance management system in a contemporary knowledge-based organization 

with high share of remote workers, it is necessary to determine the basic driving mechanism as 

well as the strategic impact for each of the four identified employee performance driving forces.  

As the AMO theory and its operationalization for remote work context, made by Ali et 

al. (2023), suggest, HR policies along with organizational culture (which is the part of the social 

environment of the workplace) impact job satisfaction and, consequently, personal well-being. 

In the model proposed by De-la-Calle-Durán and Rodríguez-Sánchez (2021), the five factors 

of employee engagement simultaneously and directly affect employee engagement and well-

being. In both models, however, the ultimate goal of understanding and controlling of employee 

satisfaction, well-being, motivation and engagement is to enhance the employee productivity 

and overall performance, that is, to align it with organizational goals. Also, numerous empirical 

studies examined emphasized the mediating role of job satisfaction, work motivation, employee 

engagement and organizational commitment, work-life balance and well-being in explaining 

the relationship between employee performance and its antecedents. The conclusion is: 

 Autonomy, Environment, Rewards & Nurturing impact Employee Performance 

through direct impact on an employee’s job satisfaction, work motivation, work-life 

balance and well-being. 

To determine the strategic impact of each of the four driving forces, I rely on the Job 

Demands-Resources (JD-R) theory, developed by Demerouti and Bakker and on the Herzberg’s 

Two-Factor theory. 

The job demands-resources (JD-R) model categorize working conditions in two broad 

categories: job demands and job resources, which are related to employee specific outcomes in 

different ways (Demerouti et al., 2001). Demerouti and Bakker describe job demands as those 

aspects (physical, psychological, social, organizational) of work which require an effort from 

an employee and therefore can be associated with the costs of a physical and/or psychological 
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nature, such as strain and burnout, while job resources are physical, psychological, social and 

organizational aspects of work capable of reducing the costs associated with job demands and 

favouring the goal achievement and personal growth (Demerouti et al., 2001). It suggests that 

stress is a result of imbalance between the job demands placed before an employee and the 

resources an employee has to deal with the demands. The resources can be internal (cognitive 

features and action patterns) and external (organizational and social). In their study, the authors 

focus on external resources, as there is no general agreement which internal resources can be 

changed by adequate job design (Demerouti et al., 2001).  

According to Demerouti et al. (2001), job demands are: 

 physical workload, 

 time pressure, 

 recipient contact, 

 physical environment, and 

 shift work, 

while job resources are: 

 feedback, 

 rewards, 

 job control, 

 participation, 

 job security, and 

 supervisor support. 

With the high level of job demands, employees experience increased exhaustion, while 

the lack of job resources leads to high levels of disengagement. In jobs with both high demands 

and limited job resources, employees develop both exhaustion and disengagement, which 

represents the burnout syndrome. Exhaustion and disengagement are not necessarily causally 

related i.e. disengagement is not an outcome of exhaustion but of a shortage of job resources 

(Demerouti et al., 2001). 

On the other hand, Herzberg (1968) in his Two-Factor (Motivation-Hygiene) theory 

argues that the factors of job satisfaction are separate and distinct from the factors of job 

dissatisfaction. Since separate factors are considered, depending on whether job satisfaction or 

dissatisfaction is being examined, it follows that these two feelings are not opposite to each 

other. The opposite of job satisfaction is not job dissatisfaction but, rather, no job satisfaction; 

similarly, the opposite of job dissatisfaction is not job satisfaction, but no job dissatisfaction.  

The growth or motivator factors intrinsic to the job are:  

 achievement,  

 recognition for achievement,  

 the work itself,  

 responsibility and  

 growth or advancement. 

The dissatisfaction-avoidance or hygiene factors that are extrinsic to the job include:  

 company policy and administration,  

 supervision,  

 interpersonal relationships,  

 working conditions,  

 salary,  

 status, and  

 security. 
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The motivation-hygiene theory suggests that work be enriched to bring about effective 

utilization of personnel, where job enrichment feres to the provision of the opportunity for the 

employee’s psychological growth (Herzberg, 1968). 

Key points of these two models of employee motivation and engagement can be related 

to the four singled out remote employee performance factors as follows: 

 workplace environment is an aspect of job demand (related to but not only to physical 

workload and environment in JD-R model) and a hygiene factor (related to but only 

to working conditions, security, company policy and administration, interpersonal 

relationships in Two-Factor theory); 

 job autonomy  is a job resource (related to job control in JD-R model) and a motivator 

(related to responsibility in Two-Factor theory); 

 reward system is a job resource (related to rewards in JD-R model) and a hygiene 

factor (related to salary in Two-Factor theory); 

 nurturing employee development is a job resource (related to participation, feedback 

and supervisor support in JD-R model) and a motivator (related to but not only to 

recognition for achievement and growth or advancement in Two-Factor theory). 

While three of four factors - workplace environment, job autonomy and nurturing - are 

consistently categorized in these two models, there is an obvious inconsistency when it comes 

to rewards. The problem is that the broad concept of rewards is not more precisely determined 

as it generally includes salary (as the base pay), performance-based pay/incentives and bonuses 

(which can be monetary or non-monetary). Some authors through empirical research argue that 

salary as the base pay is undoubtedly a hygiene factor, while performance-based pay can be 

regarded as a form of recognition-part of motivation (Uduji, 2013). Others, again, empirically 

are proving that even bonuses for performance are merely a hygiene factor, without significant 

motivating power in the long-run (De Waal & Jansen,2013). 

Taking all this into account, my standpoint is that rewards i.e. reward system in a whole, 

particularly in knowledge-based jobs (including remote work models), is a hygiene factor of 

motivation. According to Nguyen et al. (2003), job satisfaction depends on the gap between 

outcomes and aspirations and aspirations increase with the level of education. This argument 

can interpreted in a way that highly qualified (which also refers to remote knowledge workers) 

employees cannot be sustainably motivated and highly engaged based primarily on salary plus 

incentives and bonuses. Where it should be underlined once again that “rewards” in this paper 

do not include recognition (which falls under the “nurturing” category). The conclusion is: 

 Job Autonomy and Nurturing employee recognition and development represent 

growth (motivator) factors while Workplace Environment and Reward System 

represent hygiene factors, with the direct impact of each of them on employee job 

satisfaction, motivation, engagement and overall performance.  

 

5. NEAR / EARN MODEL FOR REMOTE EMPLOYEE PERFORMANCE 

MANAGEMENT 

 

The four identified factors represent four broader categories of specific factors (aspects, 

determinants, antecedents) of overall performance of remote employees (and more specifically, 

knowledge workers in the knowledge-based industries, as they will continue to have the highest 

shares of remote workforce). These categories are shortly named as Environment, Autonomy, 

Rewards & Nurturing in order to emphasize (draw attention to) the essence of those concepts. 

Those keywords form two acronym words: NEAR and EARN, both clearly (intuitively) related 

to the very idea of the model - how to keep (physically distant) employees "close" (within the 

organization), i.e. how to "earn" their loyalty and retain them. 
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Although such a conceptual framework is generally applicable to any other type of work 

organization, the purpose of this work is to provide general guidelines i.e. a basic framework 

for employee performance management practices in the remote work conditions. In that sense, 

it is necessary to clearly define each specific factor of employee performance with arguing its 

relevance in remote work context, as well as the constituent elements of the complex mediating 

variable (catalyst force): job satisfaction, work motivation, work-life balance and well-being. 

In the next table, the factors of remote employee performance are given. 

 
Table 1. Remote employee performance  

Category Factor 

Workplace 

ENVIRONMENT 

Physical environment 

Digital environment 

Social environment 

Job 

AUTONOMY 

Scheduling autonomy 

Work method autonomy 

Accountability 

REWARDS 

System 

Salary 

Incentives & bonuses 

Benefits 

Employee development 

NURTURING 

Training, mentoring & education sponsoring 

Evaluation & feedback 

Recognition & promotion 

 

5.1. Hygiene factors  

 

5.1.1. Workplace Environment 

 

As previously notes, physical work environment refers to characteristics of the physical 

space where an employee works - conditions and surroundings. Digital (virtual) environment 

includes digital tools used for work and communication with colleagues and supervisors as well 

as tools for employee performance evaluation. The social environment refers to organizational 

culture, structures and procedures and management practices (Lindeberg et al., 2023). 

The job demands (as per JD-R model) specifically related to the physical remote work 

environment, with significant influence on employee well-being and productivity, are: family-

work conflict, social isolation and distracting environment. These job demands of remote work 

can significantly decrease productivity and work engagement and increase job stress (Galanti 

et al., 2021).  

Remote employees has to be adequately digitally equipped, in terms of both hardware 

and software, with stable internet connection, in order to perform their job tasks regularly and 

without unnecessary disruptions based on technical issues. The ongoing technical support and 

assistance is also important to be provided. 

As for social environment, the results of Microsoft’s research from 2022, conducted in 

11 countries with 20.000 remote workers surveyed, are indicative: the total number of online 

meetings per week, overlapping meetings and meeting invites had significantly increased for 

the average Microsoft Teams user since the start of the pandemic, causing employee strain and 

exhaustion (Microsoft, 2022). It is in line with the finding that 85% of leaders lack confidence 

in ther employees’ productivity. As in in-office work, the productivity paranoia phenomenon is 

present in remote work settings. 80% of workers surveyed said „they would personally benefit 

from more clarity on impactful priorities - clarity is key in a distributed work world“ (Microsoft, 
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2022). Even if these findings are not fully valid for every sector and every company that use 

remote working widely, it is worthwhile to point out that leaders have to „pivot from worrying 

about whether their people are working enough to helping them focus on the work that’s most 

important“ (Microsoft, 2022). 

 

5.1.2. Employee Reward System 

 

Some earlier empirical studies indicated that performance-based pay (Uduji, 2013) and 

bonuses (Rani & Mariappan, 2011) have significant influence on employee satisfaction, well-

being and motivation. However, in the proposed model, these factors are considered hygiene, 

as the model is oriented primarily to knowledge workers, to which higher levels of aspirations 

are attached, as argued before, referring to the findings of Nguyen et al. (2003).  

Compensation plans must be: 

 competitive, which is the ultimate necessity for an organization which depends on its 

workforce skills and knowledge; 

 flexible, meaning that key employees can tailor compensation packages to their 

specific needs, within the set limits (which ensures the competitiveness of the 

compensation plan); 

Competitive and flexible compensation (reward) plans are “conditio sine qua non” for 

retaining key people within the organization.  

An effective employee rewards system includes an adequate performance evaluation 

system, which is clear, fair and operable. 

 

5.2. Growth (motivator) factors 

 

5.2.1. Job autonomy 

 

Job autonomy represents one of the two well-consolidated job resources, along with the 

organizational support, that promotes motivational process of work engagement and its positive 

organizational consequences - job satisfaction and job performance (De Carlo et al., 2016). 

Hackman and Oldham (1976) defined the two main dimensions of job autonomy: job schedule 

(having the autonomy to schedule the work) and work procedures (to have autonomy to choose 

approach). This refers to scheduling and work method autonomy as defined in the Table 1. But, 

job autonomy as a job resource must include the decision-making autonomy i.e. accountability 

(responsibility). For the workers with higher level of qualifications and aspirations, this should 

be the necessary element of total job autonomy provided, at least to a certain level, according 

to individual expertise, experience and aspiration. 

 

5.2.2. Nurturing employee development and recognition 

 

The true motivator for any knowledge worker (or any other highly skilled professional), 

along with job autonomy, should be the opportunity to grow within the organization. Perceived 

organizational support is essential for achieving employee satisfaction and well-being. It refers 

to recognition for achievement, prospects of promotion and support in career developing. It is 

managed by training and mentoring programs, tuition assistance programs (external education 

sponsoring) as well as through promotion and recognition strategies.  

Growth and development expectations within the organization, based on personal traits, 

working experience and skills and family commitments, directly impact employees’ decisions 

to stay or leave the post (De-la-Calle-Durán & Rodríguez-Sánchez, 2021). 
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5.2.3. Job satisfaction, motivation, work-life balance and well-being 

 

As already argued, work motivation, job satisfaction, well-being in the workplace and 

work-life balance are so interrelated concepts, that can be regarded as a whole for the purpose 

of this work. 

However, it is important to closely define job satisfaction here as a composite category. 

Nguyen et al. (2003) describe overall job satisfaction as “determined by satisfaction with pay, 

job security, promotion prospects, fringe benefits and the importance attached to the job”. It 

relates well to the relationship between job satisfaction and its four driving forces of the model. 

Work-life balance is defined as an individual’s perceptions of how well a person’s life 

roles (i.e. work and private life) are balanced, which definition is grounded in the perception-

centred approach that considers work-life balance to be a holistic concept, depending upon a 

person’s life values, priorities and goals (Haar et al., 2014). 

Personal well-being can be defined as a perception or experience of personal health, 

happiness and prosperity, including mental health, overall life satisfaction and sense of purpose 

(Davis, 2019). In the workplace context, well-being refers to a perception of overall satisfaction 

with the job and work environment. 

 

5.3. NEAR / EARN model graphical representation 

 

The following scheme provides the graphical representation of the proposed NEAR / 

EARN model: 

 

 

Figure 3. Graphical representation of NEAR / EARN model 

 
Note: The graphical representation of the model was inspired by the view of NEAR Shoemaker space 

probe that was launched in 1996 to study the near-Earth asteroid Eros from close orbit (NASA, 2023) 
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6. CONCLUSION 

 

This study represents the attempt to summarize available research findings in the field 

of employee performance management in remote working context in order to provide general 

guidelines for management practices in the post-Covid era and for further empirical research. 

It is done through the proposal of a model (framework) for understanding key driving forces of 

remote employee performance, especially in knowledge-based industries that continue to have 

the highest share of remote workers. The model recognize four key factors of remote employee 

performance: Environment (workplace environment), Autonomy (job autonomy), Rewards 

(employee rewards system) and Nurturing (employee recognition and development nurturing). 

Those broad categories contain specific factors of employee performance as specific aspects of 

each of those four broadly defined employee performance factors. 

A systematic literature review was applied as the research method. Few works, aiming 

to examine in a comprehensive way the factors of job satisfaction, work motivation, well-being 

and overall performance for remote employees, was found. Indicating this gap and offering a 

comprehensive perspective on the problem of remote worker performance management in the 

post-covid era thorugh a theoretical model proposal could be considered the main contribution 

of this work. The proposed model can serve as the basis for further empirical research and for 

managerial practice of conducting an effective employee performance management system in 

a particular remote organizational environment.  

The model identifies four driving forces of remote employee performance: Environment 

(workplace environment), Autonomy (job autonomy), Rewards (employee reward system) and 

Nurturing (employee recognition and development nurturing). These four keywords make two 

acronyms: NEAR and EARN, with clear relation to the idea of the proposed model - to "earn" 

the employees’ loyalty and keep them "close" (within the organization) although they are or 

can be physically distant. The model’s driving forces influence employee performance through 

intrinsic motivational factors: job satisfaction, work motivation and perceived work-life balance 

and well-being in the workplace. As highly interrelated, these intrinsic factors form a complex 

catalyst force (a mediating variable) with a direct and strong impact on employee engagement 

and overall performance, so that it can be seen as a core envelope, where employee performance 

represents a core.  

Two widely used workplace motivation theories make the theoretical foundation of the 

model: Job Demands-Resources Theory developed by Evangelia Demerouti and Arnold Bakker 

and Two-Factor Theory developed by Frederick Herzberg. Using these theoretical frameworks, 

the four conceptualized employee performance driving forces were categorized as job resources 

/ job demands and growth (motivator) / hygiene factors. Three of these four driving forces were 

consistently categorized as a job resource / growth (motivator) factor (Autonomy, Nurturing) 

or as a job demand / hygiene factor (Environment), while Rewards, although representing a job 

resource, was categorized as a hygiene factor, based on the reviewed relevant empirical findings 

and theoretical considerations of the author. 

The main limitation of this work is reflected in its theoretical nature. Empirical testing 

and critical considerations of the model are not just welcome but necessary. Empirical research, 

among other objectives, should be directed towards examining the significance of difference in 

specific employee performance factors’ impact in remote and in-office conditions in a particular 

industry. 
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