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Role of technology in appraising the performance of remote workers
This study evaluates the quality of management 's connection with remote workers and reactions to their performance appraisal. Technology is a key tool for human resource managers who oversee employee performance. Digital data, analytics, and process automation have altered the way businesses evaluate, report, and comprehend employee performance. As tools become increasingly sophisticated and entrenched, it is critical for HR professionals to ensure that they are used responsibly, ethically, and in accordance with applicable legislation (CIPD, 2023). Technologies can be used both in the assessment of employees working on-site and with the increasingly semi-polar in recent years - those working from home or remotely, especially during and after Covid-19. According to Office for National Statistics (2023), when the guidance to work from home was dropped in the United Kingdom, approximately 38% of working individuals reported working from home. In the most recent period (January 25–February 5, 2023), almost 40% of working adults reported working from home at some time in the previous seven days. Therefore needs of Performance Tracking Tools, Artificial Intelligence, Data Analytics and Reporting, Communication and Collaboration Platforms, Employee Monitoring Software are playing crucial role in appraising the performance of remote workers (Jeske, 2022).  Companies with in-office, remote, and hybrid employees utilise employee monitoring software to protect company data and assets while also ensuring that all employees are engaged and productive. According to Belton (2023), 78% of employers engage in remote work surveillance. This percentage comes to show that such software is used by both large corporations and medium and small businesses. The main reason for this is that managers are concerned about the productivity associated with remote work. In order to maintain trust between employers and employees, communication and collaboration is essential to every successful business. This is particularly true when working across countries, time zones, and cultures. The emergence of multinational teams has altered how organizations cooperate, make decisions, and drive innovation. According to Forbes (2024), approximately 59% of all IT projects involve remote teams. By 2028, 73% of enterprises will operate remotely.. Digital tools and effective communication platforms are essential for seamless collaboration. Speaking of digital tools for strong communication, of course, words should be said about data analysis. People analytics can come from a variety of sources. In modern digital-first workplaces, user and entity behaviour analytics tools can help leaders understand and establish a baseline for employee norms like peak productivity periods, normative schedule preferences, and workflow bottlenecks and redundancies (Forbes, 2023). The large set of data, information that can be analyzed, is stored both in servers physically located in the organization, and on cloud systems directly related to the development of technologies. Artificial intelligence helps to quickly process and extract data, as well as to make full use of it. AI is transforming the way we work, and it is happening quickly. Instead of being concerned that AI will take our employment, we should consider how it may improve our work. Can help us discover new insights, improve creativity, and accelerate organisational progress. According to Forbes (2024), hybrid work schedules are more than just a temporary solution; they are here to stay. Companies and employees alike recognise the benefits of this strategy, which range from enhanced flexibility and productivity to improved work-life balance. This hybrid paradigm is ideal for integrating AI because it allows employees to use technology while still benefiting from face-to-face communication and the unique human touch that robots cannot mimic. Performance management technologies developed for remote work are critical to streamlining and optimising performance management processes in remote teams. These tools provide a variety of features and functionalities that help with goal planning, feedback, monitoring, evaluation, and collaboration in remote work contexts (LDN, 2024).
Technology allows a complete and objective method to evaluating the performance of remote workers by offering tools and data for ongoing monitoring, feedback, and growth. These techniques serve to close the gap imposed by physical distance, ensuring that remote workers are evaluated fairly and effectively.
Performance measurement techniques for remote workers
Performance measurement and evaluation are crucial for organisations and individuals who want to enhance their performance. Organisations can achieve enormous success by selecting proper performance indicators, collecting and analysing data, and reporting results to stakeholders (Armstrong and Taylor, 2014). Evaluating the performance of remote workers requires a thoughtful approach, leveraging different techniques that cater to the unique challenges of remote work. Organisations can use a variety of measurement methodologies to determine their effectiveness and efficiency in attaining their objectives. Some of them will be discussed and analysed in this paper.
Key performance indicators (KPIs) track progress towards a certain goal. They are commonly used to monitor performance over time and to compare performance to industry standards or competitors. Using KPIs for remote work is one technique to assess the productivity of people working from home. Managers everywhere understand that, in these uncertain times, measuring the company's performance is tough yet necessary. The main fear of organizations is that working from home leads to low productivity and failure to achieve the set goals. However, this is proven to be a false statement after numerous studies, as can be seen in figure 1, the productivity of people working from home is 13% higher than if they worked in the office (AT&T Business, 2019).
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Figure 1. Remote work can boost productivity
The benefits of this strategy are obvious and quantifiable: KPIs are specific, measurable performance indicators that make it easier to monitor progress and success. Performance judgements are made using actual data, reducing subjectivity. Of course, when it comes to data and its correctness, it can lead to stress or unethical behaviour since workers feel driven to reach targets at any cost, which can be negative to them and the organisation.

Time tracking is the process of employing software to track the time spent on various tasks by remote workers and monitor their overall productivity. This could involve tracking active hours, idle time, and apps or websites visited during business hours. This reveals how much of an employee's time is spent on duties and whether they engage in non-work related activities (Insightful, 2024) . Figure 2 clearly shows the software that shows the non-productive time and which website the employee was on during that time.
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Figure 2. Improve Employees’ Productivity
The advantage of utilising this strategy is that it offers extensive data on how remote employees use their time, allowing managers to detect inefficiencies or distractions. 
Employees who understand that their time is being tracked are more likely to finish their responsibilities and manage their time wisely. Excessive surveillance, on the other side, might foster mistrust and breach employee privacy, potentially lowering morale. Time tracking might emphasise the number of hours worked rather than the quality of output, resulting in a "quantity over quality" mentality.
Gathering feedback is an important part of monitoring the success of remote workers because it provides insights that quantitative data alone may miss (Armstrong and Taylor, 2014). Regular one-on-one meetings between managers and remote employees give a continuous forum for exchanging feedback. These meetings are usually held weekly, biweekly, or monthly, allowing for real-time discussion of performance, difficulties, and development objectives (Hypercontext, 2024). They can take place in various platforms such as Teams, Skype and others. This type of feedback provides a specific chance for personalised feedback and discussion, allowing for fast clarification and action. Regular communication strengthens the bond between management and employees, which is especially vital in distant work contexts, which is a beneficial for the company. It can also be time-consuming for managers, especially those leading large teams. Without structured questions or guidelines, feedback can be biased or influenced by recent events rather than overall performance, resulting in delays and harm to the organization.
Performance appraisal tools for remote workers
Remote performance appraisal tools are intended to assess and improve productivity, engagement, and overall performance in a remote work setting. These technologies serve to bridge the gap between remote employees and management by providing organised techniques of assessment (Armstrong and Taylor, 2014). The following are four performance appraisal tools for remote workers, along with an assessment of their strengths and limitations.

360-degree feedback is a multidimensional approach that incorporates feedback from management, peers, consumers, and direct reports. This strategy enables employees to reflect clearly on their performance while receiving feedback from management and hearing what their peers think of their job through their distinct perspectives as colleagues (Armstrong and Taylor, 2014). There is also the perspective of internal and external consumers, such as product users or stakeholders from various teams. 360-degree feedback is very useful for hybrid and remote teams when dealing with communication issues. Physical obstacles make it difficult for hybrid and remote teams to maintain communication with their peers. 360-degree feedback is not only useful for bridging that gap,  it's vital for ensuring that all team members are aligned with company`s goal (Frankli, 2024). Multiple views provide a more complete assessment by collecting various parts of the telecommuter's work. Encourages collaboration; this strategy emphasises teamwork and communication because feedback is a vital component of the process. This has a positive effect on the organisation. 
Feedback can be subjective and impacted by personal ties, resulting in potential bias and a detrimental impact on teamwork and the business. If not handled properly, 360-degree feedback can lead to conflicts, particularly if it is too harsh or unconstructiveр especially in the absence of physical contact between employees and face-to-face conversation.

The Behaviourally Anchored Rating Scale (BARS) is a performance appraisal tool that evaluates employee performance using particular behaviours related to various job components. Each performance level on the scale is associated with a specific behaviour, making the evaluation process more objective and centred on observable actions rather than abstract attributes or characteristics (PerformYard, 2023). The strengths of this instrument are objectivity and clarity. By focussing on concrete behaviours, BARS lowers the subjective nature of performance appraisals. This allows for a fair assessment of remote workers who are not physically present in the office. BARS presents specific examples of what defines good, average, and bad performance. This helps employees learn how to improve their performance. Limitations include a long development period and a lack of flexibility. Developing efficient BARS scales takes time and effort. Every work role requires a unique set of behavioural rules. Its specialisation and lack of flexibility can be a disadvantage in a dynamic work environment where updates must be made on a regular basis.
According to (Armstrong and Taylor, 2014) Management by Objectives (MBO) is a performance review approach in which managers and employees collaborate to establish, define, and agree on specific objectives. The employee's performance is then evaluated based on these objectives. The concept is to connect employee goals with organisational goals in order to increase both individual and organisational performance. Employee objectives are the foundation of every good performance management strategy, enabling direct reports understand what they need to do and how their work will be evaluated. As more employees work remotely or away from their colleagues, one thing hasn't changed- power goals that should enhance productivity and incentive (CultureAmp, 2024). Clear expectations, autonomy, and accountability are MBO's strengths for remote workers since they establish clear objectives and goals that can be easily tracked, even when the individual works remotely. Allows people to choose how they will attain their goals while keeping them accountable for the results. The downside is that defining and adjusting goals on a regular basis can take time for both managers and staff. This can be difficult to accomplish in a fast-paced remote work setting. Furthermore, defining reasonable goals can be more challenging when working remotely, when there is less direct supervision.
The Human Resource (Cost) Accounting Method calculates the cost and value of personnel as assets to an organisation. It is based on the idea that people, like physical assets, may be evaluated in terms of their economic value to the organisation. This method assesses performance by calculating the costs of human resources, such as recruiting, training, and development, and comparing them to the financial returns delivered by these people (Vulpen, 2024). 
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A cost-benefit analysis can be performed to determine the profitability of remote workers, particularly in terms of lower overhead costs (eg office space, utilities) relative to productivity and value generated. By quantifying the costs and returns of remote employees, organizations can better decide where to direct resources, such as training or technology spending, to improve their productivity and performance. All this has a huge positive effect on the company and its cost distribution. However, calculating the actual cost and value of human resources can be difficult and require extensive accounting and data analysis, which may not be feasible for all organisations. Employees also contribute to the organisation in ways that are not always clearly related to financial performance, such as increasing team morale or fostering a healthy organisational culture, particularly in remote locations, which can have a negative impact on the working environment in the company.
In conclusion, every company faces many challenges related to the management of its employees. This is especially true for those who work remotely, as the company does not have a direct view of their actions. Choosing the right solution is determined by the specific requirements of an organization, such as the size of the team, the relevance of continuous feedback, the degree of interaction with other HR tasks and the budget for performance management tools. Often, integrating functionality from different tools or choosing a platform that integrates well with other systems yields the best results. As working from home will continue to take off and evolve, companies must do everything they can to satisfy, properly assess, reward and train their employees.
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