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[bookmark: _Toc149757566]Describe the part of technology in appraising the performance of remote workers 
The benefit of technology in remote work is it improves productivity. Remote workers are productive in their office counterparts by using the correct software and tools. They have the flexibility to perform when they are productive many remote workers feel more concerned and encouraged when they work from their home which can lead to improved productivity and better products. Another facility of remote work technology is the power to encourage work-life proportion (Donati et al. 2021). Working with flexibility from anywhere, remote workers can politely manage their programs and appropriate work about their responsibilities like family, personal interests, and hobbies. This can lead to removing stress, increasing mental health, and a better grade of life. However, there are some challenges associated with remote work, especially when it comes to supporting effective interaction and collaboration. So, with the correct technology and methods in place, the challenges can be overpowered. Technology has played a vital role in the promotion of remote work, making it more comfortable than before for people to work jointly from anywhere in the world.
Technology has transformed the way companies manage and evaluate their workers’ performance. performance appraisal and the method of handling and giving feedback on employees' work behaviors and results are short and limited to annual meetings and paper forms. Technology has some skills for performance appraisals which are collecting data, providing feedback, setting goals, and developing skills. 
[bookmark: _Toc149757567]Collecting data 
 Other Key elements of the implementation appraisal are to collect evidence and data that help evaluate workers' performance (Ali et al. 2019). Technology can support people in analyzing and gathering data from different methods and sources like peer reviews, productivity metrics, self-reports, and customer feedback. People can have complete and objective perspectives of their employee's powers and places for improvement. 
[bookmark: _Toc149757568]Providing feedback
The most challenging and important aspect of implementation appraisal is to give feedback to workers that is convenient (Kihama and Wainaina 2019). Technology can allow people to deliver feedback in different channels and formats like audio, email, text, and video conferencing. People can make their feedback more private, effective, and interactive.  
[bookmark: _Toc149757569]Setting goals 
The first stage in implementation appraisal is to establish transparent and measurable goals for workers that align with the company's strategy and vision (Alsuwaidi et al. 2021). Technology can support people in communicating and creating these goals by utilizing tools and online platforms that help people track, define, and correct the goals throughout the implementation cycle. People can ensure that their employees understand what is desired from them and how they will be considered.
[bookmark: _Toc149757570]Developing skills 
The main objective of performance appraisal is to recognize and address the development and skill gaps requirements of workers (Murphy, 2020). Technology can allow people to design and execute learning and growth strategies that are tailored to their worker's goals and preferences. People can use software that counts parts of fun contests and prizes to the education method. People can also enhance their employee's retention, performance, and engagement. 
[bookmark: _Toc149757571] Evaluate and identify four various performance measurement techniques for remote workers 
Remort work has become popular and common in current years, especially due to the pandemic. Evaluating and managing remote workers have some challenges for group leaders and companies (Wang et al 2021). There are some best ways to evaluate the implementation of remote workers which are grade of work, amount of work, communication skills, collaboration skills, motivation, and engagement 
[bookmark: _Toc149757572]Grade of work 
The most essential criterion to evaluate the implementation of remote workers is the grade of their work. This means considering how they finish their tasks and produce their outputs, fulfilling the expectations and standards of their part and the company. People can measure the grade of work by utilizing different processes like checking their work models, reviewing their feedback from customers, and performing regular grade audits. 
[bookmark: _Toc149757573]Amount of work 
Another factor to contemplate when evaluating the implementation of remote workers is the amount of their work. This means measuring how much they work and produce their work, how quickly they work, and how they handle their resources and time. People can ensure the amount of work by utilizing different tools like following their hours, watching their progress, and setting transparent and realistic milestones and deadlines. 
[bookmark: _Toc149757574]Communication skills 
These skills are important for remote work as they are required to communicate impact with their group members, customers, and managers across various platforms and channels. These skills include not only written and verbal talents but also understanding, responding, and listening skills (Wang et al. 2020). People can evaluate the communication skills of the workers by utilizing different techniques like monitoring their participants in discussions and meetings, checking their communication reports and logs, and requesting feedback from their supervisors and peers. 
[bookmark: _Toc149757575]Collaboration skills 
These skills are essential for the workers as they are required to perform well with others, share ideas and information, and donate to the group’s goals and results. These skills include not only group work and cooperation but also problem-solving creativity, and competition-resolution skills. People can evaluate the collaboration skills of workers by utilizing different processes like considering their involvement in tasks and projects, checking their assistance and outputs, and requesting for feedback from their group members and managers. 
[bookmark: _Toc149757576]Motivation and engagement
 Motivation and engagement are critical factors that impact the implementation of the workers, as they remember how interested, committed, and satisfied with their job and the company. Motivation and engagement can impact not only the grade and amount of work but also the collaboration and communication skills of workers (Riyanto et al. 2021). People can evaluate the motivation and engagement of workers by utilizing different indicators like measuring their participation and attendance, surveying their happiness and morale, and identifying their e efforts and achievements.  Evaluating the performance of workers can support people in identifying their weaknesses and strengths, giving them support and formative feedback. People can confirm that their remote group members are producing great-quality work, meeting their workers, and staying engaged and connected.
[bookmark: _Toc149757577]Measure correctly 
Remote workers' performance measures look out for erroring actions for productivity. Regularly scheduling short checking helps managers to confirm work is done on time and the sense that workers are being spied on. This delightful base with surfaces could be determined by hand and the details of tasks. People's comfort level also affects the span between improvement and desire for grander feedback and leaders also change in the commonness with which leaders prefer. 
[bookmark: _Toc149757578]Ask good questions 
Managers frequently experience problems reasoning out whether a remote worker is easing off designed to convey to the core of a productivity drop can support immensely in reading the condition. Remote workers work well when the workers feel supported and trusted and people could measure work-from-home workers performance. 
[bookmark: _Toc149757579]Successfully handling remote employees 
 A complete remote organization has experience and expertise in handling work-from-home for the pandemic and has set multiple workers in unexpected conditions. Remote workers support companies in managing the performance of their beneficial actions. Clearly described expectations allow off-site workers to do their work with requirements. Remote workers handling and setting jointly agreed expectations and measurements is critical.
[bookmark: _Toc149757580]Organize sessions on a time and routine basis 
The process is very important and must be done on a routine basis. Meetings could be at short quarterly through monthly sessions are ideal. The meetings could concern solutions and possibilities rather than being frank about how they are struggling. 
[bookmark: _Toc149757581]Four Different Performance Appraisal Tools
Performance appraisal of employees brings more credibility and productivity to the organization's workplace. Employees are always trying to provide better and perform better to get an appraisal from the organization. There are some performance appraisal tools available in the market an organization can follow these tools for evaluating the appraisal of their employees at the workplace. Performance appraisal shows the individual contribution and the performance of an employee. The performance appraisal is divided into two parts firstly, the traditional process which is followed for a long period, and secondly, the modern process which was followed by the current generations of employees.  In this report, such four appraisal tools are discussed below (Al-Jidai and Mehrez, 2020, pp: 2080).
[bookmark: _ac76l9ya5xwb][bookmark: _Toc149757582]1. Ranking Method
The ranking method lies in the traditional process of performance appraisal.  It is a method the performance of an employee is compared with other employees based on a certain period. Through this process, the employee is rewarded for their individual contribution to the organization. It basically puts them in order of their productivity and their dedication in the workplace. However, this process has limited advantages and the results do not always evaluate the correct merit of the employees (Lolli et al. 2019, pp:220). The process has a few steps,
· The ranking method is very easy to execute and quick.
· This process is not consuming much time.
· It is mainly based on the numerical rating of the employees.
The process has some limitations,
· The ranking method does not show any kind of performance between the employees.
· It is not able to provide appropriate results when the employee count is very high in the organization.
·  This process does not focus on the organizational behavior of an employee.
[bookmark: _kwp57pl282qb][bookmark: _Toc149757583]2. Paired Comparison
Paired comparison is also a traditional process it compares the employees one-to-one to evaluate their credibility. In this process, the management selects two of their employees and rates them as compared to each other. Here they are using the formula to identify how many pairs they can make from the selected employees is N (N–1)/2, N = total selected employees. 
Talking about this process there are some advantages of this process that it compares two employees at a time not evaluating all of the employees at a time. However, this process takes so much time and this process is not applicable to large organizations with a large number of employees (Rauscher et al. 2020, pp: 55). 
[bookmark: _x9s61kdbqahf][bookmark: _Toc149757584]3. Management by Objectives (MBO)
This process is an advanced and new-generation method followed by the organization. In this process, the managers are setting some goals and targets with employees and the employees need to follow the instructions and complete the goals. There are four steps available in the market for this process (Zhang et al. 2020, pp: 64). 
· Goal setting
The employees and the managers need to set goals as per their needs. In the goal, both parties mean the manager and the employee both needs are present there. 
· Standardized the Performance
In this stage, the requirements to achieve the goals are mentioned and declared. 
· Periodic Review
It mainly evaluates the process depending on some period of time.
· Comparison
The comparison is done between the employees in a certain period of time and how much they are completing towards their goal (Matosas-López et al. 2019, pp: 9). 
This process is fairer for evaluating the performance appraisal of the employees. It focusses on all the perspective of the employees not only their performance it also monitors the behavior of any employee towards the organization. This process boosts their motivation towards work and clears the objectives of the organization to them. It also has some disadvantages like this process is a little bit adequate because sometimes the goals are not able to achievable. Implementation and acceptability are also big challenges for the organization because it takes so much time. 
[bookmark: _ytxecoy53ho7][bookmark: _Toc149757585]4. Behaviorally Anchored Rating Scales (BARS)
This process depends on the behavioral part of the employees towards the organization. It also maintains the proper rules and regulations in the workplace. Managers also track whether the employees are properly following and maintaining the decorum in the workplace or not. It also focused on the intangible behavior of the employees as well. It has some parts in it. 
· Identifying the Incident
In that step, a critical analysis was done to identify the problems and incidents. 
· Performance Dimension
In that step, all the performance dimensions are put together, and based on that the evaluation of the performance is done. 
· Scaling
After doing the performance dimension the behavior is put in the comparison scale. 


· BARS instrument
It is the last step of the process where the compared data is stored and displayed. From these steps, employees can easily evaluate their flaws and rectify them to improve.
[bookmark: _80oi9cswgaau]These are some important tools for performance appraisal present in the market.
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