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The Role of Technology in Managing Performance of Remote Workers

Introduction

The introduction sets the stage for discussing the role of technology in managing the performance of
remote workers. With the increasing prevalence of telecommuting, driven by technological
advancements and the growing emphasis on work-life balance, it is crucial to understand the
implications and organizational changes necessary to ensure the productivity and efficiency of remote
workers. (Stewart-Birch, 2012) emphasizes the need for performance management systems to measure
output rather than input or time spent on tasks, and for greater flexibility in involving remote workers in
planning, managing, and reviewing their performance. Additionally, (P. Cheyne, 2018) highlights the
positive implications of telecommuting, such as increased productivity and cost savings for employers,
while also acknowledging challenges such as feelings of isolation and difficulty balancing work and
personal life for remote workers. These insights underscore the importance of leveraging technology to
effectively manage the performance of remote workers while addressing their unique needs and
challenges.

Background of Remote Work

Remote work, also known as telecommuting, has become increasingly prevalent in modern workplaces.
The relationship between remote work and job performance has been a topic of interest in recent
research. Martin and MacDonnell's meta-analysis highlighted the positive correlation between remote
work and supervisor perceptions of performance. However, the operationalization of performance and
the resources available in remote work arrangements can influence the results. For instance, the study
by Kiburz (Kiburz Kiburz, 2016) examined the resources within remote work arrangements and their
relationship with job performance, including measures of subjective and objective performance to
provide a comprehensive understanding. Additionally, Cheyne (P. Cheyne, 2018) emphasized the
importance of trust management, performance-based reviews, and clear communication in managing
telecommuters for organizational success. Trust was identified as a crucial element, especially in the
absence of physical presence, and was found to be essential for fostering a trustworthy environment
among coworkers working from separate locations. These insights provide a foundation for
understanding the challenges and opportunities associated with managing the performance of remote
workers.



Role of Technology in Appraising Remote Worker Performance

Technology plays a crucial role in appraising the performance of remote workers, especially in the
context of the modern work landscape. (Stewart-Birch, 2012) emphasizes the importance of measuring
remote worker performance based on output rather than input or time spent on a task. This underscores
the significance of utilizing technology to track and evaluate the actual outcomes and deliverables of
remote employees. Moreover, the author highlights the need for greater flexibility in performance
management procedures, with over 70% of respondents expressing the desire to be fully involved in
managing and reviewing their performance. This points to the value of technology-enabled platforms that
allow remote workers to set their own performance management objectives and participate in
collaborative relationships, fostering autonomy and empowerment. As organizations expand their remote
working strategies, technology serves as a facilitator for providing feedback, guidance, and support to
remote workers, ensuring that performance management and appraisals keep pace with the constantly
evolving workplace dynamics.

Definition of Performance Appraisal

Performance appraisal, within the context of remote work, takes on a new significance as it must
account for the unique challenges and dynamics of managing performance from a distance. (Stewart-
Birch, 2012) emphasizes the importance of measuring performance based on output rather than input or
time spent on tasks, especially for remote or flexible workers. This aligns with the idea that greater
flexibility is needed in remote working, while maintaining managerial control and involving employees
fully in planning, managing, and reviewing their performance. Moreover, (J. Perkins, 2018) highlights that
performance appraisal is a socially constructed activity that can be evolved into a continuous dialogue
between employees and supervisors, emphasizing the need for ongoing communication and
collaboration in managing remote worker performance.

These insights lay the groundwork for understanding the complexities of performance appraisal in the
context of remote work, emphasizing the need for a shift towards output-based measurement and
continuous dialogue between employees and supervisors. 

Performance Measurement Techniques for Remote Workers

Performance measurement for remote workers requires specialized techniques tailored to their unique
work arrangements. (Stewart-Birch, 2012). This suggests that performance measurement techniques
should include both subjective (self-rated) and objective metrics, such as sales data, to provide a
comprehensive assessment of remote workers' performance. Additionally, the study highlighted the
importance of measuring variables at multiple points in time to establish clearer relationships between
resources within remote work and job performance.
Furthermore, Stewart-Birch's work emphasized the need for managers to develop new supervision
techniques specific to managing remote workers, with trust being a key element in this relationship
(Stewart-Birch, 2012). The study suggested that setting and monitoring objectives, providing supportive
feedback, and facilitating frequent discussions on good practices are essential for managing remote
workers effectively. This underscores the significance of incorporating supportive feedback, mutually
agreeable objective setting, and trust-building measures into performance management processes for
remote workers. Moreover, effective communication and time management skills were highlighted as
crucial attributes for managers overseeing remote workers, further emphasizing the need for specialized
performance measurement techniques in this context.



Technique 1: Key Performance Indicators (KPIs)

Key Performance Indicators (KPIs) play a crucial role in evaluating the performance of remote workers.
KPIs are measures of success or compliance that help organizations align their objectives and goals
with the performance of their employees (Abdullah et al., 2008). The design and communication of KPIs
are essential for ensuring alignment with the company's mission, vision, and goals, and they provide a
clear and specific aim for measuring performance. In the context of remote work, KPIs can be used to
assess dependability, time management, teamwork, customer relations, and the sharing of ideas, which
are crucial factors for evaluating the performance of remote workers (Fauth et al., 2008).

In remote work settings, where direct supervision may be limited, KPIs serve as valuable tools for
monitoring and evaluating the performance of employees, providing a framework for assessing both
individual and team-based contributions. By focusing on specific behaviors and outcomes, KPIs offer a
practical means of measuring and managing the performance of remote workers, aligning their efforts
with the strategic aims of the organization. This underscores the significance of KPIs in ensuring that
remote workers remain effective and productive, even in the absence of direct physical oversight.

Technique 2: 360-Degree Feedback

The 360-Degree Feedback technique is a valuable tool for evaluating the performance of remote
workers. This method involves collecting feedback from various sources such as supervisors, peers,
subordinates, and even the workers themselves, providing a comprehensive and multi-perspective view
of an individual's contributions and areas for improvement (Sajjad Hosain, 2016). The results of a case
study conducted by Younos Vakil Alroaia and Zahra Najafi (Vakil Alroaia & Najafi, 2012) highlighted the
importance of responsibility and quality of work as crucial employee characteristics, demonstrating the
effectiveness of the 360-degree feedback system in capturing essential performance insights.

By leveraging the 360-degree feedback technique, organizations can gain a holistic understanding of
remote workers' performance, enabling them to make informed decisions regarding talent development
and resource allocation. Furthermore, integrating this method with traditional appraisal approaches can
enhance its effectiveness, making it a valuable tool in managing the performance of remote workers in
today's dynamic work environment.

Performance Appraisal Tools for Remote Workers

Performance appraisal tools for remote workers play a crucial role in ensuring that their performance is
effectively measured and managed. In the context of remote work, it is essential to utilize tools that focus
on output rather than input or time spent on a task, as highlighted by (Stewart-Birch, 2012). These tools
should provide greater flexibility in performance management procedures, allowing remote workers to be
fully involved in planning, managing, and reviewing their performance. Additionally, the use of
technological solutions for performance appraisal can support the autonomy and empowerment of
remote workers, fostering engagement and psychological contract fulfillment. It is important for
supervisors to facilitate guidance, provide support, and actively involve remote workers in decision-
making processes, thereby creating a collaborative and constructive feedback environment. This aligns
with the evolving nature of the remote workplace, where performance management and appraisals must
adapt to the changing dynamics, and the participation of the employee is crucial for effective
performance evaluation.



Tool 1: Performance Management Software

Performance management software plays a crucial role in evaluating and enhancing the performance of
remote workers, aligning with the need for greater flexibility and autonomy in performance management
procedures for remote working strategies (Stewart-Birch, 2012). This specialized tool enables the
measurement of output rather than input or time spent on a task, addressing the unique challenges of
managing remote workers. The software also facilitates collaboration and empowers employees by
involving them fully in planning, managing, and reviewing their performance, supporting the increase in
flexibility and autonomy characteristic of remote work arrangements. Additionally, the software allows for
the participation of the employee in setting performance management objectives, emphasizing the
importance of constructive feedback and guidance from supervisors in the context of remote work.

Tool 2: Virtual Check-ins

Virtual check-ins are an essential tool for monitoring and engaging remote workers to optimize their
performance. Platforms such as Zoom, WebEx, Microsoft Teams, and Slack facilitate voice and video
conferencing, instant messaging, and screen sharing, enabling employees to collaborate effectively in a
virtual environment (A. Newman & C. Ford, 2021). Additionally, software applications like Microsoft
OneDrive, SharePoint, Drop Box, and Google Docs allow concurrent work on projects and data sets,
fostering seamless collaboration among remote workers. By providing a robust technology infrastructure
and training, organizations demonstrate their commitment to supporting the success of employees
working remotely. It is crucial for companies to prepare for contingencies, such as internet access loss,
by considering rapid deployment of air cards and ensuring documented processes and trained backups
are available for technological challenges. Furthermore, defining clear task and role expectations,
supported by job descriptions and documented operating procedures, is vital for creating role clarity and
consistency among remote team members. Regularly scheduled virtual team meetings also play a
crucial role in facilitating status sharing and collaborative problem-solving, further enhancing role clarity
and consistency.

Conclusion

In conclusion, the effective management of remote workers' performance is crucial for organizations, and
technology plays a pivotal role in achieving this goal. The studies by Martin and MacDonnell and
Stewart-Birch (Stewart-Birch, 2012) emphasize the need to understand the resources available in
remote work arrangements and their impact on job performance. It is evident that remote work intensity,
internal motivation, knowledge, and various other resources within remote work arrangements
significantly influence job performance. Additionally, the use of technology in remote work enables
spatial mobility, temporal flexibility, and autonomy, but it also presents challenges such as loss of social
interaction and management control.

The conclusion underscores the importance of leveraging technology to not only facilitate remote work
but also to effectively manage and evaluate the performance of remote workers, considering the unique
dynamics and challenges associated with this work arrangement.
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