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Work, organisation, and job design are three independent but related processes that determine what and how work is done in organisations. Work design is the study of how teams and individuals carry out tasks within a business's work system. Choosing an organization organisational structure is the focus of organisation design. Determining the purpose of each job or function is the first step in job design. (Armstrong, 2014) 
Technology plays an essential role in evaluating the performance of remote workers. It provides a critical point in overcoming the challenges that are associated with dealing with a diverse workforce in this multifaceted era. Because of increasing remote work, the traditional methods of performance assessment have experienced noteworthy alterations to cope with the changes. The urge to use the addition of technological solutions to effectively monitor, evaluate, and improve the efficiency of remote employees. One important aspect of technology's role in performance assessment lies in its ability to enable communication and collaboration among remote employees and get the best output. Platforms such as Slack, Microsoft Teams, and Zoom provide paths for virtual meetings, and team collaborations that enable managers to stay connected with remote workers. It also provides timely guidance and feedback to improve performance. By using these communication tools, managers can begin to clear expectations, provide direction, and address any challenges they face. Thus, it nurtures a favorable work environment that is helpful to the productivity and performance of workers. The pandemic unavoidably has broken new ways of working that can become an essential part of the post-pandemic world (Narayanamurthy, and Tortorella,2021).
Technology offers various task management systems that have modernized the assignment and monitoring of projects undertaken by remote workers to measure performance. AM et al,(2020) have described the role of human resource management to restore organizational performance.  Platforms like Asana, Trello, and Jira allow directors to assign tasks, set deadlines according to that, and track the progress of the employee. As it provides visibility into the individual and team efficiency of the company. Through these task management systems, managers can measure remote workers performance based on their skills to meet deadlines, deliverables, and project marks that will ensure accountability and performance. the role of human resource management to restore organizational performance and business objectives. 
Various types of technological Tools such as Time Doctor, Hubstaff, and ActivTrak offer features such as time tracking, activity monitoring, and productivity of work that help managers with insights to measure the capability. By identifying time spent on tasks, websites visited, and applications that have been used, managers can identify productivity bottlenecks, and increase performance. Diab-Bahman, and Al-Enzi, (2020) found that a significant majority of respondents stated being able to efficiently complete at least 80% of their work expectations through remote working. Platforms such as 15Five, Lattice, etc. facilitate continuous feedback from customers, goal setting, and performance reviews that allow managers to respond to remote workers' performance and evaluate according to that. 
Technology allows employers to collect and analyze data that are directly related to remote workers performance through progressive analysis and performance systems of measurement. By navigating various data analytics tools and algorithms, companies can identify patterns, trends, and performance that allow assessment and valuation of remote workers' performance and provide feedback according to that. Systems of measurement such as task completion rates, quality of work, customer satisfaction slashes, and project outcomes can be used to evaluate remote workers' performance effectively. This also helps with decision-making, continuous improvement within remote teams, and achieving the target objectives (Galanti et al.2021).
There are four performance measurement techniques for remote workers essential for managing and maximizing productivity in distributed work environments. Here, we'll explore and evaluate four key techniques that are commonly used by organizations to assess the performance and results of remote workers.
The first one is Output-Based Metrics. It focuses on measurable outcomes produced by remote workers of the organization. It is mainly the output that an individual wants to get or reach in the long run. Performance refers to achieving target outcomes rather than just focusing on outputs and processes of the firm's work. There are also internal and external factors like political/cultural, and rational/technocratic that affect the performance. This approach measures performance based on the quality, quantity, and timeliness of work finished rather than the time spent on tasks. Examples of output-based metrics include the number of tasks completed, project milestones achieved, Key performance indicators, sales targets met, or customer satisfaction ratings. Organizations can evaluate remote workers contributions and efficiency levels by measuring their output without having a physical office by setting up day to day objectives and achievement metrics or engagement through data analytical tools which can be monitored. It’s crucial to confirm that output-based metrics are affiliated with strategic objectives and remote workers have clear outlooks about the targets and probability of completion of work (Jalaludin, and Siti-Nabiha, 2018).
The second one is Key Performance Indicators, which are specific, measurable metrics used to evaluate the performance of persons, teams, or departments against predetermined goals and their outcomes.  organizations can establish KPIs personalized to remote workers roles and responsibilities so that their performance can be measured more prudently. These KPIs may include metrics that are linked to productivity, efficiency, customer satisfaction, or revenue generation of the organisation. Work-life balance and lower stress of employer were the highlights of remote work. women employees benefit from the flexibility of work as the major highlighted success factor as women can balance both here. health risks, burnout, and job attrition. but health risks, burnout, and job attrition are the major drawbacks of remote work of employees (Pillai, and Prasad, 2023). For example, A key performance indicator for remote customer service employers could be the average response time that they provide to client inquiries, but for remote software engineers, it could be the number of lines of code created by individuals at every dash as their measurement.
The third one is Behavior-Based Assessments or competency test. Behavior-based assessments focus on assessing remote workers behaviors, attitudes, and their work behaviors rather than solely relying on the quantitative performance of their work. This approach demonstrates various factors such as communication skills, teamwork, adaptability, initiative, problem-solving, etc. to assess the employee's work. It may involve self-assessments, peer evaluations, or manager observations through regular check-ins, performance reviews, feedback processes, etc. to measure the work. By assessing not only what remote workers achieve their target but also they learn how they should approach their work and interact with colleagues. However, it's essential to ensure that this assessment is fair, objective, and free from any types of biases and that feedback is positive and actionable and can be used further for development. To mitigate the problem found out from this assessment, Monitoring techniques can reduce worker laziness and negligence by repeating them to stay focused on duties throughout work hours. This may reduce the opportunistic behavior of employees, such as browsing other websites or watching irrelevant videos for lengthy periods (Chen, Liu, and Cai,2023). 
The Engagement and Satisfaction Surveys. Engagement and satisfaction surveys are tools used to measure remote workers levels of appointment in their work, job satisfaction, and overall well-being and focus on mental health. These surveys typically include questions related to work-life balance, communication effectiveness, organizational culture, etc. from managers and colleagues to get their opinions. Informal usage of ICT or remote work of employees was also favorably associated with employee's happiness, and this impact was particularly obvious among employees with a high affiliative tendency (Lee, 2023). Management can get feedback directly from remote workers and may gain insights into factors that are inducing employee engagement and satisfaction in the company. After identifying areas of concern and problems, they could implement various measures to improve remote workers experience and progress performance. engagement and satisfaction surveys can help foster a sense of presence and belonging among remote workers by representing their opinions and feedback. They will show that their opinion is valued and considered by the organization in achieving the target. However, it's essential to ensure that survey questions are clear, relevant, and confidential to encourage honest responses and meaningful insights otherwise it may result in adverse effects (Ferdinando, Eleonora, and Salvatore, 2022).
Though there are various types of performance appraisal tools for remote workers to effectively assess, manage, and enhance the performance of workers, four types of performance appraisal tools will be discussed here:
The first one is Performance Management Software. This tool offers inclusive solutions for evaluating the performance of remote workers. It integrates various features such as goal setting, performance tracking, feedback collection from customers, and performance reviews of employees etc.  there are various types of performance management software including Workday, BambooHR, and SuccessFactors etc. These platforms enable directors to set SMART which are Specific, Measurable, Achievable, Relevant, Time-bound goals for remote workers and track progress toward goals in real time, and provide continuous feedback for improvement. Customer relationship management software such as Monday.com users are directly impacted on the product's return on investment. organization’s fulfillment with software performance is directly relative to its specified influence on business profitability and its overall function (Ang, and Buttle, 2016). Moreover, performance management software rationalizes the performance review process by enabling self-assessments, per evaluations, etc. methods which ensure a transparent and cooperative approach to performance appraisal for remote workers. organizations must ensure that performance management software is user-friendly, and customizable to meet specific needs so that workers feel comfortable to perform. 
 The second one is Employee Engagement Platforms .Employee engagement platforms like Officevibe, Glint, and Culture Amp serve as valuable performance appraisal tools for remote workers to focus and evaluate their work. By using these tools, employee engagement will increase and will result in the overall well-being of the organization. To understand the worker's feelings, challenges, and needs, it uses surveys, mental analysis and various feedback methods to gather information about them.  Employees who have a higher intention to use their company's virtual employee engagement performance are more likely to practice it for better performance, which positively impacts their engagement and assessment. Finally, the more engaged employees demonstrated in using this software the greater participation and intention to stay in the firm (Kim, and Ausar, 2018). Regularly taking feedback from workers on various aspects of their online work experience which will increase communication efficiency, work-life balance among the workers. It will also help organizations to identify areas for development and implement various involvements to enhance engagement and performance. Firm must confirm that it prioritize anonymity, confidentiality, and data security to encourage honest feedback and foster trust among remote workers as data leaking is big threat for both employer and organizations.
[bookmark: _Toc163471083] Continuous Feedback Tools are the third one. Continuous feedback tools such as 15Five, Lattice, etc facilitate ongoing communication and feedback between managers and remote workers and their assessment strategy. These tools offer various features such as one-on-one check-ins, weekly progress updates, peer recognition, etc which allow managers to provide regular feedback, measure achievements, and address performance issues promptly to mitigate these. Nikolić, Perić, and Bovan,(2020) said that generally, Employees are agreeable and eager to receive feedback from management. They are exposed to increasing their communication abilities and consider themselves successful in applying these suggestions for their better improvement.
Continuous feedback tools empower remote workers to stay allied with organizational goals, seek explanations on prospects of the management, which gives them guidance and support when needed. So organizations must ensure that continuous feedback tools are combined seamlessly into the organization. As it will result in promoting accountability and transparency, and encourage positive interchange between managers and remote workers to maximize their effectiveness in their work. Organizations would benefit from using feedback as monitoring tools to inform their interferences and reviewing the performance and working conditions of the employees (Jeske, 2022).
The last one is Performance Dashboards and Analytics. These tools provide organizations with real-time visibility into remote workers performance, key performance indicators, and progress of their work toward their goals and objectives. Various types of tools for analytics and performance measurement are Tableau, Power BI, and Google Data Studio. 
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These tools combine data from numerous sources, like project management software, communication platforms, customer feedback systems, etc., to generate understanding and performance reports of the workers.  By using this, it enables managers to classify various trends, patterns, and areas for improvement, and monitor the impact of interferences on the performance of workers. organizations must guarantee that performance dashboards are customizable, scalable, and accessible to remote workers, and that data privacy is ensured and also their security measures are in place to protect the sensitive information of both employer and employee (Vallurupalli, and Bose, 2018).
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