~ Y International Journal for Multidisciplinary Research (IJFMR)

LJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

How Does A Remote Working Model Affects the
Tools and Techniques of Performance Appraisal

Lakshika Achhra', Dipali Tomar?, Kajal Bhadouriya®, Abhilasha Dubey*

1.23Students, School of Management & Commerce Vikrant University, Gwalior
*Assistant Professor, School of Management & Commerce Vikrant University, Gwalior

ABSTRACT:

With the advancement in electronic communication after Covid-19, many corporate companies allowed
their employees to work remotely as per their flexibility. However, it directly impacts in monitoring the
work of those employees who are working from home. This qualitative case study examined strategies
and tools for effectively evaluating employee performance in these remote settings, focusing on senior
leaders’ experiences who transitioned to evaluating employees in positions traditionally conducted on-
site. The performance appraisals in a remote model could explore the challenge, adaptation and
innovation associated with evaluating employees' performance in a virtual environment. It might discuss
how traditional appraisal methods need to evolve to align with remote work's unique dynamic, such as
reliance on communication technologies, self-management, and task-based outputs rather than hours
logged. A web-based survey was designed to measure five factors - value, effectiveness, feedback,
career development and organizational culture. These factors are identified in the literature as affecting
the beliefs and attitudes of remote workers toward performance appraisal. This captures the dynamic
approach to performance appraisals in remote work prioritizing outcome-driven evaluation while
fostering employee engagement and wellbeing.
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INTRODUCTION:

Over the past few years remote work has emerged as a transformative trend, which has reshaped
traditional workplace dynamics and offers an unparalleled flexibility. By means of this shift,
organizations face the need to acclimatize their performance appraisal system to effectively evaluate and
support remote employees. A segue to remote work has introduced a new facet in prolificity,
communication, and collaboration, requiring creative approaches to assess performance, provide
feedback and recognize achievements. The role of performance appraisals in the remote work settings,
emphasize the importance of organizing evaluation criteria with the distinct challenges and opportunities
remote employees experience.

With remote work in place, companies now value results over processes. Since employees work from
different locations, success is judged by task outcomes and completed goals. As a result, tools like KPlIs,
OKRs, and frequent feedback are now key to tracking performance. Not only the transparency and
employee’s empowerment to take ownership of their work had enhanced with the help of these tools.
This performance-focused culture ensured that individual growth and productivity is measure by impact
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and not by presence. Implementing strategies such as weekly virtual shout-outs or team appreciation
sessions can help bridge the gap, ensuring that remote employees feel valued and connected, regardless
of their physical workspace.

Nevertheless, remote performance appraisals present unique challenges. Among them the potential for
bias and lack of contextual understanding in evaluations is the major concern. Managers may feel
difficulties to accurately monitor an employee’s efforts without direct visibility, leading to a reliance on
quantifiable outcomes that may not fully capture qualitative contributions. Apart from these, remote
appraisals can impact employee motivation, because of lack of direct engagement and recognition may
lead to feelings of isolation or undervaluation. To address these challenges, companies are incorporating
more frequent check-ins, peer reviews, and Al-driven sentiment analysis to ensure a overall evaluation
approach.

Technologies such as artificial intelligence (Al), data analy kotics, and cloud-based performance
management systems have emerged as essential components of modern appraisal processes. These tools
facilitate real-time performance tracking, 360-degree feedback, and employee self-assessments, fostering
a more dynamic and responsive evaluation system.

Performance appraisals are a crucial aspect of human resource management, serving as a structured
process to evaluate employee performance, provide feedback, and guide professional development. The
key components of performance appraisals include setting clear performance expectations, using
objective and subjective evaluation criteria, conducting regular assessments, and offering constructive
feedback. Additionally, self-assessments, peer reviews, and managerial evaluations contribute to a
comprehensive appraisal system.

OBJECTIVE:

The objective of this research is to explore the implications of the remote working model on the tools
and techniques employed for performance appraisal. Specifically, the study seeks to identify the
adjustments made to traditional appraisal practices to accommodate remote work environments and
evaluate their effectiveness in ensuring accurate and fair assessments.

This research will investigate the challenges faced by organizations in implementing performance
appraisal tools within remote working models, including issues of communication, employee
engagement, and accountability. It will also assess the adaptability of existing appraisal techniques and
the necessity for developing new methods tailored to virtual work contexts.

Through a comparative analysis, this paper will examine the differences between appraisal outcomes in
traditional office settings and remote work scenarios, highlighting areas of improvement and innovation.
It will further aim to provide actionable insights for organizations seeking to optimize performance
appraisal processes in response to the growing prevalence of remote working models.

ASSUMPTIONS:

One assumption in this research was that an employee performance appraisal for WFH employees did
not exist before the onset of the COVID-19 pandemic. Many organizations used WFH employment
opportunities, but their appraisal strictly addressed work performance deliverables (Kaiser, 2020). The
pre-COVID-19 WFH employee was not looking for upward mobility; rather, they focused primarily on
the completion of assigned tasks. For instance, a financial department employee was responsible for
processing travel claims and voucher payments. Each task resembled the previous one and was
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processed as it was submitted. If the vouchers were not paid, the employee was appraised as ineffective.
Another assumption in this research was that the organizations did not have the time to progress to
Lewin’s unfreeze stage. The immediate closures and restrictions resulted in extremely limited AW
opportunities, with the WFH environment lacking infrastructure. For instance, a company that used a T-
carrier network for its internet and e-mail services had to operate using their employees’ personal
services, which the company did not fund. The assumption was that the company did not have adequate
time to determine what had to be changed or to develop a support system for the supervisors.

LITERATURE REVIEW:

The move to virtual working environments has both challenges and opportunities as far as assessing
performance is concerned. According to recent data gathered by Global Workplace Analytics, remote
work has increased 173% since the year 2005, with estimates showing that 25-30% of the workforce will
be teleworking several days per week by the end of the year 2021. This rapid move towards virtual
workplaces has presented challenges to employers to fairly assess employee performance. Traditional
methods of measurement, such as on-site visits and face-to-face meetings, have been disrupted, and
many organizations have been forced to seek elsewhere to gauge productivity and involvement.
Traditional ways of conducting performance reviews—strongly dependent on on-site observations, end-
of-year reviews, and casual feedback—have been upended by the geographic distance and digital
dependence of remote employees (Choudhury et al., 2020).

Some researchers have noted that performance appraisal in a remote environment relies more and more
on online technology and data-based measurements. Applications like Zoom, Microsoft Teams, Slack,
and HRMS platforms. As cited by a study conducted by Deloitte (2021), businesses are moving away
from annual reviews towards real-time performance management systems, with real-time feedback and
goal monitoring being indispensable. This change ensures greater agility and customization in employee
assessment, particularly for remote workers.

Sharma & Rajput (2022), Al-based HR software assists in minimizing bias by concentrating on
objective performance metrics, such as task completion, project milestones, and collaboration metrics.
Critics, however, contend that excessive dependence on numbers can overlook qualitative factors such
as creativity, leadership, or emotional intelligence—qualities best assessed in person.

A recurring theme in the literature is that the focus should be outcome-based appraisals over process-
based ratings. In offsite locations, work is evaluated against deliverables and key performance indicators
(KPIs) rather than the amount of time spent at a desk (Singh & Agarwal, 2021). This transition requires
that responsibilities, expectations, and quantifiable objectives be more precisely defined.

However, there are challenges. Scholars such as Khan et al. (2021) point to the danger of
communication gaps, diminished visibility of workers' work, and absence of informal opportunities for
feedback in remote work environments. These can cause biases and demotivation among remote workers
if not counteracted by structured and regular communication.

To address these concerns, most organizations have implemented 360-degree feedback processes,
regular virtual check-ins, and employee self-evaluation to have a more equitable and inclusive
performance review process (Bersin, 2020). The combination of employee engagement surveys and
pulse check-ins has also been found to offer more in-depth employee performance and satisfaction
information.

In short, the literature points towards a definite shift from the old to newer, more digitally connected,
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feedback-laden, and goal-setting performance appraisal systems as a response to the remote work model.
But although technology offers structure and effectiveness, the human factor—empathy, trust, and
communication—is still at the core of effective performance evaluation in remote work setups.

A Stanford University study revealed that remote workers are more efficient—they accomplish roughly
an entire extra day of work on a weekly basis than while working in the office. In order to maintain this
kind of performance, it is essential for managers to continually check in and provide feedback.
Whenever employees receive prompt advice and assistance, they will be able to continually improve and
develop within their job.

With the use of tools such as performance management software, it can also become simpler to monitor
progress and maintain open communication between managers and teams. These tools keep everyone
connected and organized. If companies adopt these easy practices that are suitable for remote work—
such as providing frequent feedback and employing the appropriate technology - employees can perform
their best, remain motivated, and thrive while working remotely.

RESEARCH METHODOLOGY:

In this research study we have outlined the systematic approach undertaken to achieve the objectives of
this study, which aims to understand how the remote working model affects the tools and techniques of
performance appraisal. The research design used, methods of collecting data and techniques for
sampling are described in this section. All these will give a better understanding and insights for the
relevant topic and ensure reliability of the research findings. This study adopted a phenomenology
research strategy as the we explored the lived experiences of managers and subordinates working in
remote settings. The researcher wanted to understand their experiences with performance management.
For getting the accurate results we have prepared a questionnaire with the help of google forms and
google docs. We had approach various HR professionals and their subordinates, and also to those who
are working in remote work model currently so that we get a better insight. We took the help of Linkedin
and other networking sources to reach out much number of respondents and present the actual data in
this research paper.

RESEARCH DESIGN:

In this research paper we have adopted a descriptive research design. The study aims to find out what are
the change in trend and challenges faced by HRs for performance appraisal systems for those employees
who are working away from their sight. We also tried to find out what are the tools used by them for
monitoring performance of their employees. We had taken help from several published blog posts and
research papers. We had also asked them to tell us about the the impact they have seen in their corporate
journey in performance appraisal due to continuously changing tenure.

DATA COLLECTION METHODS:

The research blends both the methods of data collection that is primary sources of data and secondary
sources of data.

Primary Data - in primary data, we had prepared a questionnaire and circulated it to the employees
who are working remotely and also to those who are monitoring their performance appraisals. The
survey includes both close-ended questions and open-ended questions focusing on their performance
appraisal techniques and tools and how satisfied they are with it.
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Secondary Data - We have collected the secondary data through research articles, online databases and
previous studies related to remote work and performance management. It will ensure us that if there was
a fault in the primary data then the secondary data will clarify us the results.

RESEARCH QUESTIONS:

For gathering the satisfying results, we had put multiple questions which helps us to
have the accurate data, questions given below:

The designation of the respondents in the company they are working for.

Name of the company

How many years of experience they are having in their working field?

Which working model does their organization follow?

Which tools are used by their company for performance appraisals?

To what extent has your performance appraisal process changed since remote work began?
Which of the following methods are emphasized more now than before

Do you believe remote work has made performance appraisals more data-driven?

A SIS AN O e

What are the biggest challenges in conducting performance appraisals remotely?

. Has remote work improved any aspect of performance appraisals? (If yes, explain briefly)

. How often does your organization conduct performance appraisals in the current remote/hybrid
setup?

12. remote work affected employees’ perception of fairness in appraisals?

13. Which performance criteria are given more weight in  remote performance evaluations?

—_ =
— O

SAMPLING TECHNIQUE:

The data in this research paper is taken with the help of convenience sampling technique. In this type of
sampling those participants are chosen for survey who are easily accessible and willing to participate in
the study. We select this approach so that we can get valuable insights into how remote work settings
affects performance appraisal methods.

We have distributed the survey on various platforms like emails, Linkedin and some other personal
contacts. All those who have participated in this research includes, Human Resource Managers, Team
Leaders, Remote Working Employees and other senior executives. They all belongs from various
different industries like Education, IT, Healthcare and Consulting. This diversity of responses can
ensures that the study will present a broad range of opinions and practices, allowing for more
comprehensive analysis.

FINDINGS

Based on the responses from the research participants, the following nine themes emerged in respect of
how they experienced their performance evaluation in a remote environment, which includes company
you are currently working in, work experience, work model currently followed by company, tools
currently used in, change in performance appraisal process, methods, data driven performance
appraisals, performance criteria. Tables and charts below show themes derived from the thematic data
analysis.
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THEME 1: Name of your company you are currently working in.

N s

1(7.1%) 1(7.1%) 1(7.1%) 1(7.1%) 1(7.1%) 1(74%) 1(7.1%) 1(7.1%) 1(7.1%) 1(7.1%)

0
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This bar graph illustrates the distribution of respondents based on the companies they are currently
employed in. The data reflects a diverse representation across various industries and organizational
sizes, where each bar represents one entity. This diversity adds depth to the research, ensuring a
balanced perspective on how remote working models impact performance appraisal tools and techniques
across different organizational cultures and structures. The values on the bars indicates the percentage
contribution of each entity to the total.

THEME 2: Number of years of experience you have in HR or in other domain .
@ 01

® 1-2

@ 35

@& more than 5

This pie chart provides a visual representation of the respondents' years of experience in the Human
Resources (HR) domain or in other domain. The data reveals a well-distributed mix of professionals
across different experience levels. In which we get 57.1% of respondents are having experience in
between 1-2 years, 14.3% of respondents are having experience of more than 5 years and 28.6% of
respondents are freshers or having under 1 year of experience.

THEME 3: Which working model does your organization currently follow .
@® Remote

@® Hybrid
@ Fully-in -Office
@ Others
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This pie chart suggests that the majority of organizations surveyed have embraced remote work as a
primary model. This trend may reflect the growing flexibility and reliance on digital communication
tools in modern workplaces, especially in the post-pandemic landscape. The lower preference for hybrid
and fully in-office models could indicate a shift in organizational policies toward cost-saving, work-life
balance, or employee preference for remote setups.

THEME 4: Tools do you currently used for performance appraisals.

Microsoft Teams 13 (92.9%)

Workday

2 (14.3%)

Slack 3 (21.4%)

Lattice 3(21.4%)

Custom in-house tool 5 (35.7%)

Other (please specify) 0 (0%)

ADP, success factors 1(7.1%)

0 5 10 15

This chart highlight a strong preference for Microsoft Teams, possibly due to its widespread integration
in organizational workflows and compatibility with collaboration and HR functions. The substantial use
of custom-built in-house tools also reflects organizational attempts to tailor performance appraisal
systems to specific internal needs. Meanwhile, lower adoption rates of enterprise platforms like
Workday and ADP suggest that either cost, complexity, or lack of customization may be limiting their
broader usage.

THEME 5: To what extent do your performance appraisals process changed since remote work

began .
@® not at all

@ completely transformed

This pie chart suggest that the onset of remote work has been a major catalyst for change in performance
evaluation systems within organizations. The transformation likely includes digitalization of appraisal
tools, greater emphasis on output-based assessment, and the need for more frequent virtual feedback
mechanisms. Meanwhile, a smaller yet notable segment of organizations reported maintaining their
traditional performance management practices, which may reflect either operational resilience or a delay
in adapting to new work paradigms.
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THEME 6: Methods that are emphasized more on now than before .

@ Continuous
feedback

@ 360.degree
feedback

@ Self-
assessments

@ Managerial
observation

This pie chart suggest that multi-source and manager-led evaluations are increasingly favored in remote
or hybrid work settings, likely due to the need for richer, more holistic insights in the absence of face-to-
face interactions. Interestingly, while continuous feedback has become a modern best practice in HR, it
still lags behind traditional observation and 360-degree reviews in terms of perceived emphasis. This
could reflect transitional stages in appraisal system reform or limitations in technology and managerial
capacity for sustaining frequent feedback loops.

THEME 7: Do you believe remote work has made performance appraisals more data-driven.

@® yes
® no

@ somewhat

This pie chart suggest a significant shift in the appraisal paradigm, with a majority acknowledging the
increased reliance on measurable performance indicators, analytics, and digital tracking tools due to
remote work setups. This transition may be attributed to the need for objective evaluation metrics in the
absence of physical supervision and informal feedback mechanisms. The data reinforces the trend
toward a more quantifiable and outcome-focused approach in performance management systems.
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THEME 8: Has remote work affected employees’ perception of fairness in appraisals.
@ yes (positively)

@ yes (negatively)
@ not sure

This pie chart suggests a strong consensus among employees that remote work environments may
contribute to a fairer appraisal process. One possible explanation is the increased reliance on objective
performance metrics and documentation in remote settings, which could reduce bias and enhance
transparency. Conversely, the minority view points to concerns that remote work may obscure individual
efforts, leading to potential misjudgments during evaluations.

THEME 9: Which performance criteria are given more weight in remote performance evaluations.

Timely task

. 9 (64.3%
completion

Initiative and

: 5 (35.7%
proactiveness ( ©)

Attendance in

R — [¢)
virtual meetings 3 (21.4%)

Output quality —6 (42.9%)

Adherence to
deadlines

Collaboration
and teamwork

0 5 10

This chart imply that remote performance evaluations tend to focus more on quantifiable and outcome-
based indicators, such as task completion and quality of work, rather than on traditional office-based
criteria like presence and interpersonal collaboration. This reflects a shift towards measurable
productivity and self-management in virtual work settings.

DISCUSSION

The findings from our survey-based study, which collected responses from HR professionals and remote
employees across various companies, indicate a significant transformation in the tools and techniques
used for performance appraisal in remote working models. The majority of respondents acknowledged a
shift from traditional in-person reviews to more frequent, tech-enabled evaluations through platforms
like Zoom, Microsoft Teams, and performance management software such as Slack and Microsoft
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Teams. The implications of these findings suggest that organizations must

redesign performance frameworks to better suit virtual environments, including increased manager
training, clearer metrics, and hybrid appraisal methods. However, the study has some limitations,
including a limited sample size and overrepresentation from IT and service-based sectors, which may
affect the generalizability of the conclusions.

CONCLUSION :

In conclusion, the shift toward remote working has brought about a fundamental change in the way
performance appraisals are conducted. This study highlights that while digital tools and platforms have
enabled greater flexibility, transparency, and frequency in performance evaluations, they also pose
challenges related to interpersonal communication, fairness in judgment, and accurate assessment of
behavioral competencies. The responses collected through our survey demonstrate a clear trend toward
reliance on technology-based appraisal systems, yet also underscore the growing need for human-centric
approaches that consider the psychological and contextual factors influencing employee performance in
remote settings. As organizations continue to adapt to hybrid or fully remote work models, HR leaders
must rethink appraisal strategies to maintain motivation, productivity, and equity. Although our research
was limited by the scope of industry representation and sample size, it offers valuable insights into the
evolving HR landscape. Future research should aim to explore longitudinal impacts of remote appraisals,
and develop standardized, adaptable frameworks that align with both organizational goals and employee
well-being in a digitally connected workplace.

REFERENCES :

1. Al-Habaibeh, A., Watkins, M., Waried, K., & Javareshk, M. B. (2021). Challenges and opportunities
of remotely working from home during Covid-19 pandemic. Global Transitions, 3, 99-108.

2. Agua, B. G. (2004). Performance appraisal in traditional and remote work environments. University
of Southern California.

3. Biswas, T. K., Kamal, M. M., Roy, S., Kabir, M., & Rahman, F. Evaluating the Effectiveness of
Performance Appraisal Systems in Remote Work Environments: A Case Study of Mutual Trust
Bank Ltd.

4. Mabaso, C. M., & Manuel, N. (2024). Performance management practices in remote and hybrid
work environments: An exploratory study. S4 Journal of Industrial Psychology, 50(1), 1-13.

5. Manuel, N. (2023). Performance Management Practices in Remote and Hybrid Work Environments:
An Exploratory Study. University of Johannesburg (South Africa).

6. Nitika, N. K., & Arora, P. (2020). Performance appraisal in the era of new normal. Journal of
Technology Management for Growing Economies, 11(1), 11-15.

IJFMR250454491 Volume 7, Issue 4, July-August 2025 10



https://www.ijfmr.com/

