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COVID-19 brought about an unprecedented change both for individuals and organisations, with some of the changes ushering new practices which are here to stay permanently. Despite the popularity of working from home remaining even after the pandemic has passed, around 16% of interviewed individuals reported that they have worked from home at least one day in the last week (ONS, 2023).

Individuals who are employed and make use of these hybrid conditions require even more arduous performance management from their supervisors in order to ensure that organisational objectives are met, the company culture is maintained and, their workplace satisfaction is realised. According to Reddy (2023), the difference in managing a remote workforce, as opposed to the traditional office-bound one, is that working from different locations requires “a seamless blend of proficiency in communication and implementation of technological innovations” (Reddy, 2023), with technology being the key factor when it comes to integrating the employees into the organisation (Reddy, 2023).
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The first, and most important, role that technology plays when it comes to the performance appraisal of remote workers is the fact that technology provides the tools required for remotely monitoring an individual’s achievements. An employee’s performance might be dependent on various internal and external factors, including pay, non-monetary incentives, leadership relations and company culture (McKinley, 2024), however, their personal motivation and efforts can be hard to monitor in out-of-office environments. Technology makes this possible through the use of monitoring tools such as time spent on tasks, mouse movement, online habits and keystrokes, with more complex software providing recordings of screen activity and screenshots (Simonson and Main, 2024). These features can be particularly useful for the appraisal of an individual’s performance as it gives leadership insight into how these individuals are utilising their time at work, and whether the delegated tasks volume is appropriate. Even so, it is important to note that some employees disprove more invasive monitoring methods, such as cameras and screen recordings, and see them as factors that could push them to leave their position (Albayram et al, 2022), meaning that not all tools are appropriate.

The second role that technology plays in monitoring remote worker performance is analytical. The information collected by the monitoring tools previously mentioned could potentially create a large volume of work for leadership which could take longer to sort through and identify, which is why most monitoring tools provide an analysis of the data, so that leadership can make decisions based on this information. This is particularly useful as this data can identify the strengths and weaknesses of both individuals and teams, showing decision-makers the areas where improvement needs to be made, therefore making sure that the organisation’s resources are used purposefully. Furthermore, electronic work monitoring can ”lead to advantages, such as higher productivity, better resource planning, or increased staff safety” (Kalischko and Riedl, 2021). Similarly, access to this type of analytical data allows employers to access dashboards that visualise the work processes, allowing access to workflow and delays, creating higher transparency between employees and employers, and allowing the employees to better focus on the core tasks (Jeske, 2022).

Lastly, through electronic work appraisal, technology can also play an advantageous role when it comes to feedback mechanisms. The hands-on and easily accessible tools such as video and voice conferences, instant messaging platforms or even email, allow technology to facilitate instant connection between the employee and leadership, providing a means where feedback can be in real-time, thereby making it more appropriate. If feedback can be delivered in time, this can allow managers to fix mistakes in earlier stages, leading to less costly errors, in addition to allowing employees to feel more confident in their position. Furthermore, since the connection can go both ways, employees can contact their superiors with issues regarding work tasks, or even to raise awareness regarding other issues, such as management. As previously mentioned, this technology creates a safer environment for the employees (Kalischko and Riedl, 2021) and allows a more advantageous organisational culture to prosper.
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The first technique which can be utilised for the performance measurement of remote workers is an outcome-based measurement. This technique focuses on measuring the real-world, tangible outcome of the efforts of an individual, within a specific timeframe. It is important to specify and measure outcomes as “outcomes are the events, occurrences, or changes in conditions, behavior, or attitudes that indicate progress toward a project’s goals” (CDFA, 2021) which makes them important both for the organisation and the individual. Monitoring employees through outcome-based techniques is a good way to measure performance as outcome management ensures more transparent goals, whilst also empowering the individuals to think outside of the box and achieve the required result, without slowing them down with the hows (Harper, 2021). Therefore, it can be asserted that outcome-based performance measurement guides and clarifies the whole process.

Outcome-based performance measurements of remote workers would therefore assess the quantity and quality of the work completed, and whether the initially set task was completed. Whilst this would be useful, especially when made easier through the use of technological tools which gather this information automatically, this type of performance measurement would not take into account the full effort and contribution put forward by the individual if the task is not completed. Furthermore, putting too much emphasis on outcomes, especially on remote workers who lack positive social stimuli in their working environment (Harper, 2021), as opposed to in-office workers, can lead to burnout.

Another performance measurement technique for remote workers would be to use activity-tracking software in order to gather decision-making data. By utilising software such as time tracking or screen monitoring software, leadership or HR can make evidence-based, work efficiency-oriented decisions on an employee’s performance. This measurement technique is advantageous as it will provide detailed information about an individual’s productivity, even if the objective is team-oriented (Sauermann, 2023). On the other hand, productivity is considered multidimensional, which means that the collected data might not capture all of the dimensions of the individual’s performance (Sauermann, 2023).

Furthermore, by utilising too many technological performance markers, this can create a privacy issue for the employees, who might not work well under the pressure of surveillance or might not feel comfortable around it, leading to inaccurate data on behalf of the software tools, given the lack of human intervention. Lastly, utilising the software tools as a progress monitoring technique for remote workers could potentially lead to micromanaging which, in turn, often leads to loss of trust, creativity and high employee turnover (Fronetics, 2017). Furthermore, this type of performance management does not encourage self-assessment (Armstrong, 2014).

The third performance management technique which can be used for remote workers is 360-degree feedback surveys. These types of surveys aim to help employees find their roles and boost their performance and engagement (BambooHR, 2024), by collecting information on a given employee from various different sources, rather than one, as is usually the case. 360-degree feedback surveys amass information from sources such as managers, peers and self-assessments, in addition to clients, suppliers, contractors and vendors in cases where the individual occupies a position with public interaction responsibilities (BambooHR, 2024). One advantage that full-circle appraisal has over other performance measurement techniques is that multi-source feedback has a developmental emphasis (Kuzulu and Iyem, 2016). 

Similarly, 360-degree feedback techniques aim to improve “business strategy, supporting cultural change, fostering individual development, enhancing team effectiveness, and identifying training and selection requirements” (Kuzulu and Iyem, 2016), whilst at the same time encouraging team building. When it comes to technology, this type of performance evaluation can be made even easier through online surveys and information-exchanging platforms, allowing all parties to participate in this form of assessment by investing minimal time and effort. Furthermore, technology allows this type of performance measurement to be kept anonymous, thereby decreasing bias on behalf of the individuals analysing the data. Even so, it is important to highlight that this type of performance assessment can be very subjective, and will not be based on hard facts, like in the case of software tools.

The last performance measurement technique for remote workers is using KPIs and goal setting. Establishing measurable, understandable goals and key performance indicators allows the organisation to regularly measure individual and team progress against these objectives. One advantage of this measurement technique is that it is more encompassing than some of the others previously mentioned, as it takes into account multiple indicators, which is important as a single metric cannot determine an individual’s performance (Radojicic, 2022). Even so, it is important for these key performance indicators to be monitored and changed as the organisational objectives change, for the performance measurement to be relevant, which can be time-consuming and require extra effort to implement.
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The first performance appraisal tool which can be used by organisations for remote workers is communication tools such as Slack or Zoom or social intranets such as Workvivo. Social intranet platforms like Workvivo are familiar to individuals (Ardill, 2021), making it easy for employees to work with them and adapt to using them. By utilising employ-centred tools, these types of intranets can ensure that knowledge transfers continue even in settings where not all of the employees are present physically. Furthermore, features such as polls and surveys can be used for performance appraisals in a more informal setting, creating more accurate results when it comes to performance outcomes. Similarly, tools such as Slack and Zoom can facilitate video and voice calls, which can be used to carry out face-to-face performance appraisals for remote workers or to collect feedback from individuals who are a part of full-circle appraisals. Even so, this type of performance appraisal tool leaves a lot to be desired as it does not provide any distinct information which can be analysed and used as a basis for performance outcomes.

A second tool which can be used for performance appraisal concerning remote workers is tools such as Asana and Zoho, which are both project management software. Project management software is important when it comes to performance appraisals as it can provide, in real-time, the achievements of the relevant individuals. Since performance appraisals aim to establish strengths and weaknesses and align individual performance with the overall organisational strategy, tools such as Asana can cue leadership as to where an individual or team is lacking by not fulfilling specific goals, and where they are over-achieving. This tool is important for performance appraisals as data can be displayed in different forms, from timelines to Gantt Charts (Asana, 2024) and is easily accessible for leadership and employees, which makes it transparent and allows for fair evaluations.

The third tool which would be advantageous for performance appraisal is performance tracking tools such as Zavvy and Trakstar, which have built-in features such as performance appraisal forms, feedback templates, development surveys and AI-driven analytical features (Zavvy, 2023). The use of AI within these performance appraisal tools can establish personalised career paths, engaging training courses and actionable development plans (Zavvy, 2023) based on information it has collected and analysed, which is advantageous as it not only saves time for the individuals in charge of the appraisals, but it also spots patterns which individuals might not be able to based on complex algorithms. Even so, these types of tools do have their limits as individual performance is comprised of multiple factors and algorithms such as these might not be able to take into account issues such as employee disabilities.

Lastly, data collection and analytics tools embedded in software such as Hubstaff and DeskTime’s productivity trackers are essential for performance appraisals as their integrated analytics features create reports for users on which appraisal decisions can be based. At the same time, tools such as Hubstaff measure individual employee productivity, which allows employers access to employee activity, showing them how long specific tasks have taken to complete and what required extra attention (Hubstaff, 2024). This is advantageous to both parties, as the appraisal will be based on extended, real-world data, rather than short periods of inspection, which will allow for better evaluation and, therefore, more appropriate correction efforts.

[bookmark: _Toc165535030]Conclusion 
In conclusion, the remote working condition become a norm in the today’s business and businesses must quickly adapt to the new situation and implement this new way of working, however such condition of work requires an implementation of new ways for performance management. 
Digital tools enabling such approach and so organisations must make sure, that they are using up to date tools for performance management.
From time-tracing software, to more advanced monitoring systems, such tools can provide a very detailed insights when it comes to work completed by a person.
It is important to be considered all ethical issues that may arise from such approach. 
The balance between implementation of new technologies and sustain a more human-centric approach must be achieved, so the organisations promote culture of trust and collaboration.
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