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[bookmark: _Toc174996569]Introduction 
During the pandemic work from home has increased at a rapid rate all over the world. At present working from home has become a significant practice in various organizations. However, it has been bringing substantial challenges for managers to evaluate the performance levels of their remote workers. This essay is based on studying the role of technology in assessing the performance of remote employees along with the identification and evaluation of various techniques and tools for performance measurement and appraisal for remote employees. 
[bookmark: _Toc174996570]Role of Technology in Appraising Performance of Remote Workers 
Technology plays an essential role in the appropriate performance and appraisal management of remote employees by providing them with an effective remote workplace environment. Most business organizations have been adopting a hybrid model of working, and remote work has led to the development of new techniques for performance management. The main role of technology in assessing the performance levels of remote employees is to enhance collaboration and communication among them (Chatterjee et al. 2022). For instance, various tools such as Microsoft Teams, Zoom and many other virtual meeting platforms assist remote workers to remain connected with each other and become more aware of their tasks. These tools can play a crucial role in executing regular meetings, updates and check-ins that are important for performance management. This further helps in maintaining open communication among business managers and remote workers. 
Moreover, collaboration tools help in developing a transparent environment for the appropriate identification of resources required by remote employees to execute their tasks efficiently. Implementation of adequate technology in remote working assists in collecting and analyzing metrics related to data and performance required for the appraisal of remote employees (Carroll and Conboy, 2020). Utilizing appropriate digital platforms and project management software can help managers collect data on remote employees in different aspects associated with time management, work quality and task completion. This data can help provide a foundational basis for evaluating the performance levels of remote workers and assist managers in making more informed decisions based on subjective judgment. For instance, technological tools such as Hubstaff can be used to offer detailed information regarding the time remote employees spend on improving the productivity levels of the organization. 
On the other hand, technology also contributes to boosting transparency and accountability in the appraisal process of remote workers. According to Marion and Fixson (2021), making appropriate utilization of various digital tools can assist managers in tracking the progress of real-time feedback and setting clear goals for their remote employees. This can help in creating awareness among remote employees that their performance has been evaluated and checked based on their concrete data. Creating frequent feedback loops can assist employees in obtaining regular input on their performance rather than emphasizing annual reviews. This type of ongoing feedback system contributes to the smooth functioning of a remote workplace. On the contrary, technology helps in tailoring performance appraisal systems to meet the unique demands of remote employees. 
Digital platforms can play a significant role in customizing performance evaluation and metrics as per particular responsibilities and roles of remote employees. For instance, software such as “Lattice” can help managers develop customized performance plans aligning with individual remote employees' objectives and their professional development. On the contrary, technology also presents some challenges for remote workers. Overdependence on technology creates various issues such as lack of collaboration, privacy concerns and decreased employee retention in the firm (Aithal, 2023). This issue can be resolved by managers to create an effective balance between technology for ensuring an employee-centric working approach and appropriate performance management. Technological tools need to be used appropriately to boost effective communication among remote workers. 
[bookmark: _Toc174996571]Identification and Evaluation of Four Different Performance Measurement Techniques for Remote Employees 
The emergence of the global pandemic has enhanced remote working all around the world and due to this change in techniques used for measuring employees' performance levels has been observed. Business managers need to emphasize more on customizing performance measurement techniques for identifying and evaluating the performance levels of remote employees. Four main performance measurement techniques that are effective for measuring the performance of remote employees along with their strengths and challenges include key performance indicators, 360-degree feedback, outcome-focused performance measurement and tune-tracking software. As opined by Chandra and Kumar (2021), key performance indicators help in measuring whether employees are capable of meeting the objectives of their job role or not. However, for remote employees KPIs can be effectively customized to align with particular job roles such as project completion pace and sales target for sales employees. The main strength of this performance measurement technique is that it provides clear goals that can be easily measured and employees can achieve enhanced productivity. 
Moreover, aligning KPIs with the overall objectives of the organization can help ensure that remote employees are contributing effectively to the strategic goals of the organization. Following an appropriate data-driven approach towards performance measurement can help managers make more informed decisions based on collected data. On the contrary, keeping performance indicators can lead to various challenges while measuring the performance of remote employees. KPIs may not be capable of evaluating all the perspectives of remote employees' work and contribution to their job roles (Uddin et al. 2021). Moreover, KPIs that are inappropriately designed cannot be aligned with particular job responsibilities and this can lead remote employees to emphasize executing wrong tasks. Another essential performance measurement technique includes outcome-focused performance measurement that mainly focuses on results accomplished rather than the business process. This technique is suitable for evaluating the performance levels of remote employees as it mainly emphasizes on completion of a project or task rather than the process through which the task has been executed. 
Outcome-focused performance measurement helps in offering flexibility to remote employees so that they can manage their time and work in time or a process that is more suitable for them. This can help in influencing job satisfaction and work-life balance for remote workers. Moreover, this performance measurement technique mainly focuses on the accomplishment of task completion rather than its process of being executed. And this further helps in developing an autonomous and motivated workforce that works remotely.  Besides this, by emphasizing more on outcomes remote workers can be encouraged to search innovative and efficient measures for accomplishing their goals. On the contrary, various challenges are also associated with outcome-based performance measurement approaches as managers may find difficulty while monitoring the process through which remote workers have executed the task (Ferreira et al. 2021). Moreover, lack of clear boundaries can limit remote employees to achieve desired outcomes and this decreases the motivation levels of employees. Inadequate measurement of outcomes can lead to the identification of inequities among remote employees. 
On the other hand, 360-degree feedback is another performance measurement technique for remote workers that helps managers obtain feedback regarding employee performance from their supervisors, subordinates, managers and peers. This technique is suitable for measuring the overall performance levels of remote employees from different perspectives. This further helps the employer to create a balanced performance assessment for the remote workers. 360-degree feedback helps business employees identify areas for their professional and personal growth. However, it can be indispensable for remote employees who remain isolated from regular feedback from the managers. Obtaining feedback from subordinates and peers regarding remote workers helps in developing a culture of mutual understanding and collaboration (Varma et al. 2022). However, this process of obtaining feedback from different individuals can be complex and time-consuming. Moreover, feedback can be influenced or biased due to interpersonal relationships among the employees and this may not present an appropriate representation of employees’ performance. Moreover, it requires careful management and planning for improving the performance of remote employees. 
Time tracking software is another performance management techniques that help in monitoring time spent by remote workers on different projects and tasks. This technique is beneficial for productivity measurement and ensures that they spend adequate time on the completion of the task. As stated by Franken et al. (2021), time-tracking software helps in creating accountability among remote employees and ensures the amount of time spent on each task. Generating their data can help provide valuable insights into the working patterns of remote employees. Moreover, this software can also help in monitoring the workload of employees and prevent their demotivation by providing them with reasonable working hours. However, time-tracking software can decrease the trust levels and morale of employees. Moreover, it is focused on working hours rather than quality of work output. 
[bookmark: _Toc174996572]Identification and Evaluation of Four Different Performance Appraisal Tools for Remote Employees 
Performance appraisal tools are essential for ensuring engagement, productivity and alignment with business objectives. However remote work presents various challenges associated with communication, direct service and performance management. Four men performance appraisal tools that can be customized for remote employees include objectives and key results (OKRs), continuous performance management, project management tools and 360-degree feedback. The 360-degree feedback helps in collecting data related to the performance of employees from different resources such as supervisors, peers, clients or subordinates. This framework helps in covering various aspects such as teamwork, job-related skills, communication and leadership. As per the ideas of Balakayeva et al. (2023), 360-degree feedback is essential as it helps in obtaining feedback regarding remote employees from various perspectives. This helps in encouraging the development of open and improved workplace culture for remote employees. However, biased feedback from remote employees negatively impacts the quality of feedback. 
Objectives and Key Results (OKRs) is another performance appraisal tool that helps remote employees align their performance with organizational goals. On the other hand, every employee sets particular objectives and identifies measurable outcomes for tracking their progress. As stated by Zasa and Buganza (2023), OKRs need to be reviewed frequently to ensure that the performance levels of remote employees are at the right pace. This performance appraisal tool is effective for remote employees as it helps in providing clear and measurable objectives that can be effectively tracked by them regardless of their location. Moreover, this tool helps in developing result result-oriented culture in the workplace and the main focus is on the outcome rather than the amount of hours spent on working by remote employees. OKRs transparency needs to be present to help in and share that everyone working in the organization is capable of understanding their job roles and improving their performance outcomes for enhancing the productivity of the business organization. 
However, this tool can lead to high-stress rates among remote employees as they find great difficulty in balancing their personal and professional lives. Another performance appraisal essential for remote workers is continuous performance management that is based on obtaining real-time feedback and regular check-ins between managers and workers (Lewis-Iley, 2021). This approach emphasizes executing and formal conversations regarding progress development opportunities and goals among managers and employees. The main purpose of implementing this tool is to promote a culture of continuous professional growth and improvement. However, to do these managers and employee need to interact regularly and make a commitment towards these performance appraisal tools. Performance management tools such as “Trella” comprise built-in performance analytics that help in tracking employees' performance during their contribution to task completion. These tools can help in providing a data-driven approach towards performance appraisal that is used for the completion of tasks. 
[bookmark: _Toc174996573]Conclusion
At last, it can be concluded that the performance measurement technique has its limitations and strengths when implemented for remote employees. The selection of performance management techniques needs to be effectively aligned with the culture of the organization. Creating an appropriately balanced approach can contribute effectively to evaluating the performance levels of remote workers. Business organizations need to adopt a hybrid working model and combine it with performance appraisal tools to improve the work productivity of remote and in-office employees. 
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