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In this assignment I am going to cover the topic of managing remotely. As part of this I will explain in detail the pros, the cons, the recommendations and examples of workplace experience from three different perspectives. These will include the employee’s perspective and the manager’s perspective and the organisation’s perspective. Following these, I will provide a full and in depth conclusion where I will display full findings and outline why managing remotely could be beneficial or detrimental  to the organisation. Following the conclusion a full reflection will provide an understanding of not just what happened but why it happened also. Within the reflection I will also explain from personal experiences why managing remotely would work within the organisation. 

However my reflection will also include possible obstructions and barriers as to why managing remotely could negatively affect someone.  Within my assignment I will use the PEEL structure and explain what CRAAP testing is and why they are effective for managing remotely. In addition to these, this assignment will include statistics from different surveys with data.

By using the PEEL structure is point, evidence, explain, link and it allows me to state what I have found clearly and concise while linking it to relevant sources of information. While the CRAAP testing is currency, relevance, authority, accuracy, purpose and allows me to assess if the source I have found is reliable to use and has the appropriate information needed. 
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Some of the pros would be that team members would have a better work/life balance as they would be able to create a schedule that works for them, for example if they needed a doctor's appointment, they would be able to arrange a break time around this. This flexibility often leads to a higher rate of job satisfaction. Team workers would also have the option to create a personalised work space which they would feel more comfortable with, which would give them increased job satisfaction. Team members would also feel less stressed as they would not have to commute every day, which in turn would help save money. This would also be a good advantage to those who live in remote areas. 

Some cons would be that Team members could feel isolated with the absence of face to face interactions, for example the lack of chats on a coffee/lunch break, or someone always being there to help. Team members could find it hard to set boundaries between professional responsibilities and personal life, for example they are unable to clock in and out, they may often find it hard to switch off which could lead to working longer hours. Home distractions could also cause a problem especially if team members have a young family, or if family or friends just pop over for a chat, while it's good to take breaks to keep stress levels down very often a quick chat with family or friends could turn into a longer break and disrupt your workflow. Technical issues such as computers or internet service could also disrupt your workflow.

Recommendations for remote management for employees would be to have pre-arranged times and methods to communicate with managers, for example once a week on a set day and time via teams or zoom.  Use a smart objective chart to set out what specific jobs would need to be done, measurable goals, making sure it is attainable with the resources given, with realistic deadlines so that the progress can be tracked, this would give remote employees clear targets. Providing technology equipment and all the necessary hardware/software to enable the work to be carried out. 

The corporate research team in Kas conducted a survey about Welsh Government hybrid working staff, the following information was collected between 26th February 2024 and 6th March 2024.

To obtain quantitative data staff were asked how much time they generally spend working in an office building compared to working remotely.

	Time spent working in office building compared to working remotely
	Percentage  for March 2024

	No time at all
	        25%         

	More time working remotely but some time in an office building
	        62%

	Equal amounts of time working remotely and in an office building
	         6%

	More time in an office building but some time working remotely
	         5%

	All the time in an office building
	         2%



In the report above about how many people work remotely to work in an office building you can see that 60% more people spent time working remotely but some time in an office building than working in an office building all the time. 

The report also collected qualitative data from staff by asking questions on how they would rate your overall mental health, how would you rate your overhaul physical health and how lonely they felt when remotely working. It was found that the majority of staff were able to have a good work/life balance, however almost half of the staff reported that they regularly worked more than their hours.

Cohesive team working is an important role for remote working as it allows the whole team to be on track with what tasks need to be done. By having a cohesive team it emphasises on identity and a sense of togetherness that people are willing to commit effort even when there is no external reward. One of the pros to cohesive working is it allows employees to have regular team building events that encourage bonding with each other as it can be done remotely and allows for everyone's needs. However, one of the cons to this is one employee might not have the same technical abilities to achieve this or they might feel as if they have too many distractions at home to be able to engage fully. One recommendation I have for this is to do an in-person team building day every other time to ensure full participation by those who attend.
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Some of the pros are that employees are less likely to miss work due to illness if they are able to work from home, this will create a more reliable workforce. Increased flexibility and work-life balance for employees leads to a higher rate of job satisfaction which would result in lower turnover rates for the company. Managers of a team could have the advantage of employing staff  for jobs from outside of the area as there would be no commuting involved, this would give them a wider range of staff opportunities and expertise. 

Some of the cons are building trust within the work force which could lead to feelings of isolation amongst team members. Lencioni (2002) suggests that trust is necessary for effective team functioning. This could be overcome by the managers arranging an open time for employees which would allow them to ask for advice or general support to maintain their wellbeing. 

Difficulty in assessing production and ensuring that the employees are on track with tasks without direct supervision, teams need to believe they can accomplish their goals (Porter, Gogus, & Yu.2011) 

Recommendations for successful challenges would be to improve communications between all employees and outline the benefits and flexibility of homeworking. Encourage regular virtual check-ins and always be available with support. Define the responsibility of the team members making sure they are given clear and precise tasks. Put measures into place to support employees who may have the feeling of isolation or are overworking and getting stressed. 

Managers should provide the necessary provisions to meet the job tasks, which would include relevant tools and support. Implementing a smart objective plan into action so that managers could ensure their staff were on track with tasks in hand. Managers must also take into consideration that employees working remotely may have added distractions for example sharing the workspace with their spouses, or family commitments. Managers need to learn about what employees are experiencing and try to be more accommodating to their needs.

In the workplace the manager would be responsible for acting as the main point of contact for employees. They would organize any training and be on hand to help with any technical issues or communication breakdowns within the team, making sure that all team members feel connected and supported. They would also be monitoring and evaluating programs to ensure there is continuous support for employees.

Remote workforce management is the processes, tools, leadership techniques required to support and oversee employees who work outside of the traditional office. One of the pros to remote workforce management is managers will learn to trust their employees and their ability to do the job while monitoring their progress from afar. One of the cons to remote workforce management is difficulty monitoring performance without micromanaging employees as they would feel pressured to check in frequently on how the employees are doing. One recommendation is setting up meetings one a week either in person or through a zoom meeting to discuss progress and offer any help.
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Some of the pros for organisations would be that they would be able to employ people from any location which would help them to get better specialized skilled people. While workers appear to be more productive without office distractions this could also prove to be a communication barrier as there would be limited face to face interaction, and some team members feeling isolated. Emails are great for sharing information and quick discussions but do not resolve any conflicts which would be better to resolve face to face. 

Another con for organizations would be time zone differences, for example a business may employ someone in the UK on part time basis to design a product and they could be marketing their products overseas, so it might prove difficult to find a suitable time for both employees to be available. 

Recommendations would be to make sure that team members are informed about how they can work together remotely and how often and in what way they can keep each other up to date. Set up of regular communication could be made through Teams or Zoom meetings. Make sure they have the correct equipment and support that they need. Put smart goals into action so that the performance could be measured. A business owner who fails to plan, plans to fail (Covello & Hazelgren, 1995, p.2). Companies could offer training to their employees that would support their roles by offering digital literacy and time management skills. 

In a secondary survey by the National Survey for Wales, April 2024/March 2025, released on the 16th December 2025, the following quantitative data was recorded. This survey was conducted by random-sample telephone calls covering adults 16 years plus across Wales.

	People who remotely worked more than 33 hours
	      35%

	People who remotely worked less than 8 hours
	      17%

	People who don't work remotely and did not want to work remotely
	      10%

	People who don’t work remotely and can’t work remotely
	      87%

	People who don’t work remotely and either don't want to or cant
	       3%

	People working in charity or voluntary work likely to work remotely
	     58%

	People working in the private sector likely to work remotely
	      38%




Although there is no specific national indicator on remote working, these statistics within this bulletin could provide supporting narrative to the national indications and could be used by public services boards in relation to their local wellbeing assessments and local well-being plans. For example, remote working information could affect the percentage of people participating in sporting activities, according to the ONS Time Use Survey in March 2024 indication shows that people working remotely spend more time participating in sports.

Organisations can manage remotely by using tools to communicate for example zoom meetings, emails. They could also focus on sales targets rather than time spent in the office. In a remote work policy they would include who could work remotely, what job role they would have and what their performance would be. Expectations should be set for hours worked and what day and hours for meetings. The policy should also include health and safety requirements to ensure the safety of employees while working remotely. 
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From my research, I have been able to identify that evaluating someone based on their outcomes benefits an organisation better than their hours they work or the location of where they work. This statement was provided by Author and Future of Work Expert Graeme Codrington.
 
Although many managers struggle to trust that the work is being done more than half agreed that productivity has increased. A statement from Stephen R. Covey noted that trust is a foundational necessity for remote working. Managers need to give employees strict clear definitions on what their role involves, communication guidelines so that there is no confusion.

With the right strategies, tools and mindset employees are more likely to do their best working together as well as being apart. I also understand that companies that offer team members a voice in decisions keeps employees engaged and motivated.

In a statement made by Richard Branston he stated that his company likes to give people the freedom to work where they want, safe in the knowledge that they have the drive and expertise to perform excellently, whether they are at their desk or in their kitchen.

A secondary research by the office for national statistics - Opinions and lifestyle survey, dated 23rd may 2022, was done to collect quantitative data. The results show that although they were happy to work from home they were also happy enough to go back to the workplace.
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The knowledge I have gained through this task shows me that focus has been shifted from monitoring activities and concentrating more on trust, outcomes and communications. I have found that managing remotely has a lot of benefits for some employees, i.e. the flexibility to fit around family for example picking children up from school, less time commuting to work, which gives them more of a work/life balance and saves them money. 

On the other hand some employees find it easier to work from a place of work as they are more structured with their everyday life, for example they find they work better in a routine.

I have learnt that the majority of people managing remotely were able to have a good work/life balance, for example spending less time and money on commuting to a place of work which in turn gives them more opportunities in their home life. However, almost half of people working from home reported that they regularly worked more than their contracted hours.

Managers have found that giving the employees the responsibility to manage their own schedules usually results in higher productivity, which will boost the level of trust, and having regular communication between managers and team members ensures that everyone is on track. This is another way to help maintain a healthy work life and employees can get any support or help that they need for their wellbeing, and managers can monitor this to make sure that they are taking regular breaks and time off to reduce stress levels.

I have come to understand most companies and employees can work well in managing remotely, to ensure this, planning and thoughtfulness about leadership, strategic planning and team building must be put into action. Providing opportunities for employees to develop professionally would help employees feel valued.
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