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Introduction
As informed by Adisa, Ogbonnaya, and Adekoya (2023), the efficiency and productivity of employees who operate from their home has been impacted by the epidemic in many ways. While some researches have demonstrated a negative correlation between WFH (work from home) and productivity, others have found a positive correlation. Statistics during the pandemic showed that those who attended from home were efficient than those who employed in offices. According to ons.gov.uk (2023), the study discovered that employees who did at least one work-from-home per week had an improvement in hourly efficiency of 13%. The COVID-19 epidemic, the rising accessibility of technology that permits telecommuting, and the expanding understanding of the advantages of flexible work schedules for businesses and their staff are some of the causes that have led to the emergence of hybrid working.  This essay on evaluating the performance of the employees on technology-based tools encompasses the role of technology in appraising the performance of remote employees, evaluates four varied performance measurement techniques and evaluates four different performance appraisal tools for telecommuters. 
Discussion and Analysis 
As stated by Deole, Deter, and Huang (2023), employers were able to acquire a better grasp of their remote workers' performance because of technology during the epidemic. Project management software, for instance, was implemented to monitor the status of tasks and projects, while video conferencing capabilities were employed for observing distant workers in operation (Chatterjee, Chaudhuri, and Vrontis, 2022).  Over time, this has raised awareness, which has aided employers in seeing and resolving any performance concerns early on.
As described by Gifford (2022), technology has made it easier for executives and remote workers to collaborate and communicate with one another as well as with one another. Decision-making, resolving issues and productivity all enhanced as a result. 80% of retail staff members indicated that technology has rendered it easier for supervisors to evaluate their work (Pokojski, Kister, and Lipowski, 2022). In contrast, managers who were in charge of evaluating remote workers now have more work to accomplish because of technology. As asserted by Adekoya, Adisa, and Aiyenitaju (2022), administrators, for instance, required devoting more time to examining data from project management software, holding video conferences with workers who work remotely, and reviewing the findings of employee engagement surveys. When implementing technology to evaluate their achievements, employees may occasionally worry about their privacy (Deole, Deter, and Huang, 2023). Employees could worry, for instance, that their superiors are tracking their internet activities or gathering data concerning their work practices.
As argued by Watermeyer et al., (2023), peer and management input on staff performance can be gathered using technology. Employee inquiries, 360-degree performance evaluations, and other methods can be used to get this input.  The whole performance evaluation process, from goal-setting to feedback-giving to producing final performance reports, may be automated with the use of technology. This can provide managers more time to devote to other responsibilities, such mentoring and staff development. Google provides administrators with tools to evaluate and grow their workforce through the Performance Intelligence (Pi) performance management system (Farooq and Sultana, 2022).  Pi gathers information from a range of sources, which includes as employee engagement inquiries, management and peer feedback, and job performance reviews. Each staff member's unique growth strategy is then created employing the information provided.
As informed by Keswani and Sultana (2022), the subsequent section evaluates four distinct performance measuring methodologies for remote employees, including their benefits and drawbacks. The focus of output-based measurement is on the volume and calibre of work that remote employees generate. Numerous measures, such the quantity of work finished, the number of clients serviced, or the income made, may be used to gauge this. Implementing and monitoring output-based assessment is very simple (Chatterjee, Chaudhuri, and Vrontis, 2022).   Ensuring that remote workers are fulfilling their efficiency objectives might be beneficial. 
According to Angelis (2022), the popularity of output-based measurement can be attributed to its ease of implementation and tracking. Additionally, because it is based on actual data rather than arbitrary judgments, it is viewed as a fair and impartial method of evaluating employee performance. Using output-based measurement can boost performance by ten to fifteen percent. Output-based assessment in contracts has the potential to cause a limited emphasis on outcomes at the expense of other crucial elements like quality, consumer satisfaction, and collaboration.  As argued by Cerqueira (2022), unintentional implications of output-based assessment might include personnel gaming with the framework or taking shortcuts when trying to meet their targets. 
As asserted by Hansen et al., (2023), the method of assessing employee performance based on the accomplishment of pre-established goals is known as goal-based performance evaluation. This method places more emphasis on the outcomes and findings than on inputs or operations. The management and staff periodically assess the team's progress toward objectives and pinpoint any difficulties or obstacles.  The manager gives the worker performance feedback and assists in coming up with improvement plans.  Employees may be deterred from being innovative or accepting chances by goal-based measurement because they worry about failing to meet their objectives. As contended by Bardhan, Byrd, and Boyd (2022), because they could be put up against one another as a means to reach their objectives, goal-based measurement might lead to an unpleasant competitive atmosphere among employees. Goal-based measurement is the manner in which Marks & Spencer evaluates the work of their sales associates. Every sales assistant has a weekly target set for them, which may include reaching a specified customer satisfaction threshold or delivering a predetermined amount of merchandise.
According to Gifford (2022), the assessment of performance method known as competency-based measurement (CBM) concentrates on an employee's capacity to carry out certain activities and exhibit critical competences. Compared to conventional techniques of performance assessment, which frequently rely on personal opinions, it is an increasingly unbiased and trustworthy approach. Using CBM, customer service abilities may be evaluated by seeing staff engage with clients and evaluating how well they can deliver efficient, kind, and informative service. On the other hand, compared to conventional performance rating techniques, CBM may need more effort and handling administrative tasks. As argued by Adekoya, Adisa, and Aiyenitaju (2022), accurately and fairly defining and measuring skills can be challenging. If some workers believe that CBM will be employed to argue for layoffs or overly concentrates on their shortcomings, they may oppose it. Kier Group's construction firm may utilize CBM to evaluate site managers' performance by evaluating the manner in which they manage projects securely and efficiently, interact with customers and subcontractors, and address issues.
As mentioned by Watermeyer et al., (2023), employees that use the peer-review based measurement (PRM) approach for rating their performance have their peers evaluate them. Compared to traditional techniques for performing review, which frequently rely on the opinions of leaders and managers, this approach is more opinionated and participatory. Employees are more inclined to be inspired and invested in the workplace when they believe that their peers are evaluating them honestly and impartially. Employee collaboration and interaction can be enhanced via peer-review based measurement as it forces employees to evaluate one another's performance. If peer-review based measurement is not used appropriately, it might result in confrontation and revenge. Employees might be reluctant, for instance, to provide their peers with frank criticism out of concern for possible reprisals. According to Hansen et al., (2023), determining and quantifying performance criteria in a fair and precise manner can be challenging. This is especially true for soft skills like communication and cooperation. Glakso SmithKline (GSK) employs PRBM to assess the effectiveness of its salespeople. Peers evaluate sales reps based on a variety of criteria, such as their ability to close deals, provide excellent customer service, and understand their products (Farooq and Sultana, 2022).  The performance evaluations of the sales representatives are influenced by the findings of the peer review. 
A performance review instrument called 360-degree feedback gathers input from staff members, peers, supervisors, and consumers, among other sources (Greenhalgh et al., 2022).  Compared with conventional feedback techniques, which usually only gather input from supervisors, this offers a more comprehensive picture of an employee's performance. Peer and management connections, as well as peer-to-peer interactions, can be enhanced through 360-degree feedback. This is due to the fact that it fosters a culture of mutual feedback and teamwork among employees in order to enhance performance. Implementing 360-degree feedback may be difficult and time-consuming, particularly in big firms (Gifford, 2022).  A 360-degree feedback program needs to be properly planned and executed to be successful and advantageous for all parties involved.
Employees may create strategies to address their areas of growth while discovering their greatest opportunities and weaknesses for progress with the aid of 360-degree feedback. Better performance, more work happiness, and professional promotion are possible outcomes of this (Pokojski, Kister, and Lipowski, 2022).  It can be challenging to provide and receive feedback, particularly when it is unfavourable. Establishing a culture of trust and transparency is crucial to enabling staff members to feel at ease providing and receiving feedback.  If 360-degree feedback is not used appropriately, it may be biased. Ensuring that all individuals providing feedback receive training on providing impartial and unbiased feedback is crucial.
Tools and procedures used to evaluate an employee's psychological traits that might influence their performance are known as psychological assessments for performance (Deole, Deter, and Huang, 2023).  These instruments can be used to pinpoint an employee's advantages and disadvantages in addition to areas in which they might want further assistance. Psychological assessments can assist in raising employee performance by pinpointing areas in which workers can benefit from further guidance or assistance. Psychological assessments have the potential to enhance employee engagement by demonstrating to staff members the company's commitment to their professional growth. Psychological evaluations can be costly to set up and keep up. Psychological evaluations can take a lot of time to conduct and analyse. Psychological evaluations might be prejudiced against particular groups of individuals and are not always correct (Chatterjee, Chaudhuri, and Vrontis, 2022). Cognitive tests may be used to evaluate the intellect, memory, and problem-solving capabilities of employees. Employee behavioural intelligence, including their capacity to control their own emotions, comprehend those of others, and form connections, may be evaluated using emotional intelligence assessments.
A multi-day assessment procedure called an assessment centre method is employed to gauge a person's abilities, expertise, and capabilities for a number of reasons, including performance reviews (Keswani et al., 2022).  A range of activities, including case studies, group discussions, and simulations, are commonly included in assessment centres. These exercises are intended to gauge an individual's performance in a number of scenarios.  The implementation and management of assessment centres can be costly. This is due to the fact that they demand a substantial amount of time and resources from the participants as well as the organization. Time-consuming processes like assessment centres’ may be for participants as well as the company. This is because they usually require several days for assessment.  Assessing assessment centre outcomes and making sure they are accurate and fair can be challenging (Angelis, 2022).  In general, assessment centres’ can be a useful instrument for evaluating performance, although they can have certain disadvantages. 
Specific behavioural instances serve as the foundation for Behaviourally Anchored Rating Scales (BARS), which helps lessen variability and prejudice in performance reviews (Azmy, Risza and Adhykusuma, 2022).  By fostering a mutually understood and unambiguous knowledge of performance standards, BARS may facilitate better communication between employees and their managers. With the use of this performance measuring tool, employees may better understand their performance and skill development needs. Utilising BARS in complicated occupations with a wide range of duties and obligations might be challenging. In certain instances, this instrument may be overly restricted, since it might not fully encompass all the crucial facets of performance (Aslan et al., 2022).  BARS may be utilised with goal-setting and 360-degree feedback, among other performance evaluation techniques.
Conclusion
In summary, it may be emphasised that technology may be employed for tracking an employee's progress toward assignments, goals, and projects. After that, this data may be utilised to pinpoint areas in which staff members might want further assistance or training. Numerous well-known businesses utilise various performance management platforms to assist managers and staff in setting and monitoring objectives, offering feedback, and developing skills. One of these tools—360-degree feedback, for example—is a tool with self-service capabilities that lets staff members views their respective performance reports and growth goals.
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