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1. Introduction

2. The role of technology in appraising the performance of remote workers
Performance appraisals assess employees' performance. These systems are usually designed and chosen by human resources departments and are implemented by line managers (Torrington et al. 2017). By using the appraisal, the managers and employees can jointly develop plans to correct deficiencies and reinforce their strengths at the same time. Both managers and employees need to work through this process, as it allows managers to identify training needs while assisting employees in reviewing their career plans. In the current fast-paced business environment, performance appraisal is highly necessary among businesses. Technology can help to automate the performance appraisal process and make it more efficient. This can help to reduce the burden on managers and ensure more accurate results. Additionally, technology can also help to provide insight into employee performance and help managers make better decisions.

3. Evaluation of different performance measurement techniques for remote workers
360-degree feedback
[bookmark: _Int_gKwWwjMR]360-degree feedback allows key players who interact with employees daily to provide performance feedback. In general, supervisors, subordinates, co-workers, and customers are involved in the process. Online surveys are normally used to collect 360-degree feedback, and technology can then review the results and compile an individualised report. This information can assist the manager in planning the employee's development by providing an accurate picture of the employee's strengths and weaknesses. Researchers Cheng and Wu (2020) found a higher level of leadership effectiveness among vocational high school principals after conducting a 360-degree method than before. Considering this, it can be said that the 360-degree method gives results straight away and can prevent subjectivity. This method can be used to identify potential issues with remote workers, such as a lack of mentorship or training, as well as to provide feedback about the employee if he or she is not performing well. This can help to improve the performance of remote workers and ensure that they are making the most of their potential.

Peer appraisals 
Peer appraisal is another useful method to find out what colleagues think about an employee. Whenever something is wrong or there is some issue regarding an employee that employers are unaware of, someone from the company will always know about it. This method will therefore reveal what people are thinking about the particular employee. Additionally, it can influence individual behaviour and increase employee engagement by allowing colleagues to evaluate each other's work. The Facebook employee's peer review is conducted every six months, while Google employees receive feedback from their coworkers every year (Dessler, 2020). When considering remote workers, this technique can be beneficial since they are more in touch with their colleagues through email, zoom meetings, and social media. 
Rating Committees
In most cases, the rating committee consists of the supervisor and three to four other supervisors to help decide whether to promote, raise, or provide additional training to the employee. The rating committee's decision will be final, and the employee will be notified of their decision. In other words, the supervisor will provide feedback to the employee about their performance, and the employee will be encouraged to respond to the committee's decision. The employee may request a review of the decision if they feel it is unfair. This method is considered particularly useful because it helps to build the employee performance picture from different perspectives. 

Appraisal by subordinates
A subordinate evaluation is another method for revealing what employees think about higher-level management, supervisors, and managers. Those at the lower levels of business operations suffer the consequences of management decisions. The method is therefore primarily used for development, not for pay purposes. Moreover, this type of evaluation can reveal managerial practices and potential mistakes of supervisors. It is important to note that employees taking part in this interview should not reveal their identities, since this may cause problems between their manager and them in the future. Employees can also be influenced by personality conflicts to provide negative feedback about their manager's behaviours. In contrast, employees can overestimate the manager's capabilities and provide inaccurate feedback. Therefore, it is imperative to consider all employee reviews and analyse any circumstances that may influence an employee to provide inaccurate information.

4. Evaluation of different performance appraisal tools for remote workers

 Graphic Rating Scale
The graphic rating scale is a great tool for administrative purposes. Appraising employee performance with this method is straightforward and popular. Although there are many types of performance rating forms available for use, there will be a discussion of two types in this report: graphic performance rating forms with behavioural examples and goal-based appraisal forms. A list of traits for each job is used to evaluate employees based on their attributes. According to Figure 1, there are several job dimensions listed on the scale, such as personal effectiveness and communication, and each one is rated on a scale from “below expectations” to “meets expectations” or “role model”. Using a rating system, the manager or supervisor rates each employee according to their contribution and progress on job requirements and totals the ratings for final employee feedback. As an example, Figure 2 focuses on behavioural competencies. Nurse supervisors must be able to motivate nurses and effectively lead, so this form highlighted the most important requirements and rated the individuals accordingly. Two sections summarize part one's results and reveal whether the employee has achieved the goal.  The effectiveness of the appraisal process is determined not only by this formal rating, but also by the manager's human relations skills in dealing with critical incidents and measuring performance effectively.
Electronic Performance Monitoring
Management can monitor the employees' accuracy, speed, and time spent working online through electronic performance monitoring systems (EPM). The method can improve employee productivity, but on the other hand, it can increase employee stress. From a certain perspective, everything is connected. From an employer's perspective, this will help him to know how much to pay and how much work has been done. However, from an employee's point of view, it can create frustration and anxiety. As an example, Tesco Warehouse forced warehouse workers to wear Motorola devices to track their performance. A device such as this could calculate the time it takes for a particular job, such as loading packets of soft drinks or calculating how long an employee takes to break (Walsh, 2013). Another monitoring program used by Barclays management to track employees' performance is 'Big Brother'. Staff are updated regarding their working time, so that breaks are avoided and the system records time off from the computer. Thus, employees feel stressed, worried about leaving their desk to go to the bathroom or have something else, which negatively impacts their well-being (Silvester, 2020).

Behaviourally Anchored Rating Scale (BARS)
[bookmark: _Int_QcjzZN0x]BARS stands for behaviourally anchored rating scale, which is based on the critical incident rating methodology. As stated by Astuti and Rachmawati (2023, p. 1395) BARS include an explanation ‘‘of certain behaviours that define points against each scale (behavioural anchors) that represent dimensions, factors, or work functions that are considered important for performance’’. This appraisal tool aims to combine the value of narrative critical incidents and quantitative ratings by anchoring a quantitative scale with examples of good and deficient performance. Despite the time involved in setting up this system, the advantage is that it focuses on desired behaviours, scales are tailored to each job, and desired behaviours are clearly defined. The method should be applied at least once a year in order to reap the benefits. Moreover, due to its use of behavioural examples in its final scale, BARS improves psychometrics in the appraisal tool while removing ambiguity in interpretation and providing objectivity to the evaluation (Matosas-López, Leguey - Galán and Doncel-Pedrera, 2019). 

Management by Objectives (MBO)
[bookmark: _Int_RgIBuchs]For the first time, Peter Drucker introduced the management by objectives (MBO) concept in 1954. A key aspect of MBO is that it facilitates the link between organisational goals and individual performance (Permana and Ikatrinasari, 2020). Aside from this, it seeks to improve performance as a result of focusing on results, reward, and the alignment with the company's purpose. To take advantage of this tool, top-level management must set specific goals for each individual and then review their progress periodically. According to Dessler (2020) there are a few steps to follow:
1. An annual goal should be set for the company.
2. Goals should be set for each department.
3. The goal of the department should be discussed.
4. It is important to define the results that are expected. 
5. Ensure that performance reviews are conducted.
6. Providing feedback and setting a course of action for rectification. 
This method is results-oriented involves communication between manager and employee and creates a strong bond of engagement in setting objectives. Moreover, a psychology professor at Dominican University in California, Dr Gail Matthews, found that writing down goals increased individual’s chances of achieving them by 42% (Castrillon, 2020).
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