[image: ]

MODULE NAME: MANAGING PEOPLE 
MODULE CODE: LCBB5004



TOPIC:CHALLENGES TO MANAGE THE PERFORMANCE OF REMOTE WORKERS (essay) 



STUDENT: LYUBOMIR MIHAYLOV
STUDENT NUMBER: 2029614



LECTURER NAME: NISHI RAMSURRUN 
DATE: 03/05/2024

1. Introduction 

  During the COVID-19 epidemic, "stay at home" orders forced several organisations to relocate personnel from offices to their homes, significantly altering daily operations. The unexpected crisis forced corporations to restructure their operations. Throughout the pandemic, firms and workers invested in physical, digital, and human capacities to meet the need for work-from-home. Digital technology is essential for organisational success and sustainability in today's rapidly changing workplace. The integration of Artificial Intelligence (AI) into corporate processes is key to this transition, particularly in Human Resources (HR). AI technologies are transforming traditional performance management systems, including employee appraisals. In the next chapters will be introduced the benefits of technology in performance management and explorer the impact its impact on assessments and the digital workplace.

2. The role of technology in appraising the performance of remote workers
  Performance assessments are no longer an annual routine that employees and managers disliked due to prejudice and a lack of meaningful insights. In the digital era, performance management requires a dynamic and continuous strategy that includes data-driven feedback and a forward-thinking perspective. AI's diverse tools provide personalised, real-time, and predictive analytics, shaping employee development and organisational progress (Rana,2018). AI-powered performance management is entirely data driven. It has no personal preferences or dislikes. It collects information from various sources, reducing the possibility of data errors. Technology  help managers deliver objective feedback that benefits both individuals and the organisation. These approaches help HR teams manage performance more efficiently, leading to demonstrable benefits in employee appraisal procedures. Predictive analytics, a significant use of AI in HR, can foresee future performance patterns and suggest opportunities for improvement. AI can analyse previous performance data and contextual elements to help HR managers predict future results and handle performance difficulties. HR technologies may enhance knowledge of employee performance, enabling better decision-making and feedback delivery. This data-driven approach to assessment fosters fairness and openness, increasing employee trust and confidence in the process (Nyathani, 2023). AI-powered chatbots and virtual assistants can improve communication and feedback delivery, giving employees quick access to performance-related information and assistance. These tools allow managers to connect with workers in a more personalised and responsive manner, establishing a culture of constant feedback and growth. Incorporating AI into HR systems allows for a more dynamic and flexible approach to performance management (Glikson, 2020). AI-powered performance assessments analyse extensive data to provide forecasts based on the employee's performance history and career growth. This helps determine an employee's potential and create suitable goals. It improves the manager's ability to recognise promotions and compute rewards. The technology provides real-time data on individual performance, enabling managers to make swift decisions and provide immediate feedback. It significantly reduces the time required for workers to recollect and verify information during periodic performance reviews. AI may assist managers detect talent gaps and provide personalised training recommendations by analysing career path, hobbies, and skill sets. Effective performance management involves identifying staff capabilities and areas for improvement. AI enables managers to double-check their feedback and ensure accuracy. Managers will benefit from having access to more data and information about the personnel under assessment. Technology conducts real-time surveys and provide personalised insights to employees during continuous performance reviews, including self-evaluation.

3. Different performance measurement techniques for remote workers
  In these unprecedented times, it is vital to have a mechanism in place to monitor and assess staff performance. Monitoring employee activities is crucial for the organization's success, especially with remote work requirements.

3.1 Objectives and defined goals 
  A system that successfully measures employee performance must have clearly defined goals for accomplishing tasks or meeting objectives. The objectives must be specific, well-defined, quantifiable, and point-based (Slim et al, 2019). This may be done through different material features defined by senior management, allowing employees to improve their job performance and reach clear goals, so contributing to the firm's annual growth. When goals are clearly communicated, management and employees are always on the same page. The most effective performance assessment method should include the complexity of the worker's goal.

3.2 Feedback 
  Reliable and quantitative feedback and assessments are essential components of an efficient employee evaluation process. Employees want information not only about the project, but also about their combined efforts to complete numerous duties administered by several organisations. This would offer a thorough picture of "employee performance", necessitating the usage of 360-degree feedback. Employees should get consistent performance feedback on all elements of their activities and contributions to the organisation from managers, colleagues, and coworkers, among others (Vuong & Nguyen, 2022). Providing feedback is one of the most commonly mentioned motivations for an organisation to create a performance evaluation system. Employees utilise the performance review to learn exactly how they did throughout their job time and to apply the data to enhance future performance. In this regard, performance evaluation feedback guarantees that the company's requirements are successfully communicated. In this instance, feedback is an important tool for boosting employee morale on legitimate grounds when the person performs extraordinarily well. Positive feedback, in particular, encourages employees to perform better. When an employee's performance falls short of expectations, constructive criticism from feedback allows the employee to fix deficiencies and weaknesses and encourages suitable behaviours for improved performance (Cardy & Leonard, 2014). 

3.3 Management by objectives (MBO)
  Management by goals, one of the key appraisal methodologies, is defined as a result evaluation strategy (Ibrahim et al., 2016). In more depth, many major players, including employees, supervisors, and managers, collaborate to develop the goals of the performance management system using an MBO method. A conventional MBO evaluation technique consists of a number of phases. The approach begins with the development of particular instructions for workers. An implementation strategy detailing the mechanism for achieving the objectives is established. The worker is then allowed to carry out the implementation plan. This allows for an objective appraisal of performances. Appropriate measures are taken under the conditions deemed necessary, and new objectives are set for the future. In terms of performance, the Management by Objectives (MBO) approach has shown to provide considerable benefits to the organisation and its employees. Notably, the MBO approach improves impartiality, allowing for various feedback and driving workers' performance advances via incentives.

3.4  Employee Performance Matrix 
  The employee performance matrix defines the organization's strategic goals and converts them into performance indicators in a hierarchical and collaborative manner using this model, which integrates the various business achievement classes and combines financial and non-financial perceptions with domestic and global perspectives. It allows to follow the paths headed by all accessible metrics of an organization's performance (Kolluru,2020). 
  Performance management improves corporate performance by reducing employee turnover, increasing profit margins, and producing great business results. According to modern worldwide approaches for performance management, managers are expected to guide their staff through a well-defined and sophisticated service contract. Immediate real-time feedback makes HR-based performance management systems more appealing and useful. Employees can only achieve their goals and exceed expectations if they are completely clear about their criteria. Objectives that are habitually defined, concise, and consistently acknowledged are significantly more successful. Personnel utilise performance management systems to assist employees understand the linkages between individual goals and overall corporate success. This offers individuals direction and purpose in their jobs.

4. Different performance appraisal tools for remote workers 

  Failure to communicate effectively is detrimental to business operations. Remote personnel and teams struggle with ineffective serial communication. Emails are not sufficient. Real-time communication tools enhance teamwork and prevent isolation (Sadgrove, 2016). Interacting with coworkers on a regular basis boosts morale, builds trust, and minimises competitiveness. Employees collaborate to accomplish common goals. Regular feedback helps remote teams identify and correct problems before they do significant damage. Supervisors may monitor progress towards both short-term and long-term goals, keeping members engaged. Recognising and rewarding exceptional achievement can inspire people to continue their efforts. Inadequate real-time communication can hamper collaboration (Erlandia, 2016). Microsoft Teams video calls and conferences are arranged using Outlook Calendar and include an automated reminder to guarantee attendance (Hubbard & Bailey, 2018). Remote teams can accommodate time variations by scheduling meetings at a time that is convenient for everyone. Interacting with new colleagues helps remote team members assimilate more easily.
  Graphical rating scales are the most often used approach for performance appraisals in most businesses (Woods, 2012). In this regard, a visual rating scale includes a performance appraisal evaluation checklist. Based on the evaluated component, the manager rates the individual using the inventory on a scale of bad to considerable. According to Woods (2012), graphical rating systems are appealing since they may be used to a variety of job kinds. Furthermore, such scales are thought to be quite inexpensive, with modest training requirements and a short duration.
  An assessment centre is an important place where managers may convene for work-related activities evaluated by certified auditors. It focuses on raising social consciousness through a series of selected activities or job examples. Assessments are requested for in-basket activities, working groups, computer models, character building, and other comparable operations that require the same characteristics for good job performance.
  Human resources are vital assets to every company. The accounting approach to human resources focuses on determining the resource's relative monetary worth. This approach evaluates staff performance in terms of operating expenses and productivity - all costs incurred by the individual, such as wages, recruitment and selection costs, as well as training and induction costs, whereas their participation provides the full economic benefit. The difference between employee costs and contributions should be greater than their costs.
  The sustainability of the performance management process ties employees to organisational goals (Armstrong, 2009). Studies have shown that this stability is achieved by carefully implementing an effective performance assessment system. Employees must follow and successfully participate in defining a strategy for the performance management system to function effectively. Current organisations' reliance on performance assessment systems to achieve operational impacts can only be met if they focus on short-term outcomes such as employee performance on the job.

5. Conclusion 

  To be successful in today's fast changing market, businesses must be able to adapt quickly to changing market conditions. Managers may use a variety of tools and methods to help them create and operate an effective performance management system. Employee performance monitoring and measurement systems offer feedback to employees on their performance, help to identify "bad" and "good" performance, assist to document personal actions such as disciplinary and promotions, and help management make decisions. Looking ahead, AI offers a future of performance. 
Management is inherently tied to real-time feedback and predictive Analytics and personalised development trajectories. The power of AI is positioned to provide unbiased insights and balanced evaluations, develop a more just and motivated workplace.
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