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Introduction 
The aim of this assignment is to explore the relatively new popular concept of managing remotely. The essay will provide a balanced argument to display both advantages and disadvantages for all key players including management, employees, the business and society as a whole. The proposed notion of importance of including all affected parties is to establish an accurate portrayal and understanding of the success of remote working. An analysis of published, relevant literature will aid in conveying different points of view, helping to structure the essay and provide enough resource to reflect appropriately on managing remotely. A conclusion will finish this essay displaying what has been discussed with a reputable list of references included.
Remote management
The concept of managing remotely has become increasingly pertinent in today's evolving work landscape. Fundamentally, it refers to the practice of overseeing resources, projects, systems, or teams without the benefit of in-person interaction.
 This approach to management applies across various organizational structures, encompassing scenarios where a manager might be located at a company's headquarters while their team members operate from home, a café, or even a different city or country.
 While the core tenets of management, such as planning, organizing, leading, and controlling, remain essential, the remote context introduces additional complexities and necessitates a shift in methodologies. Effective remote management requires a more deliberate and structured approach to ensure that work is accomplished efficiently and effectively despite the physical separation.

History
The history of managing remotely is a story of evolving technology and shifting societal norms.
Pre-Industrial Revolution: 
Before factories and offices, many worked from home. Artisans, farmers, and merchants conducted business from their residences. So, in a way, remote work was the original form of work.
Industrial Revolution: 
The rise of factories necessitated centralized workplaces. This era shifted the workforce away from home-based work.
The 1970s: The Dawn of Telecommuting: 
The term "telecommuting" emerged, coined by Jack Nilles.
Early motivations included reducing traffic congestion and conserving energy.
Early experiments, like those at IBM, began to explore the feasibility of working from home.
The 1990s and 2000s: The Internet Age: 
The internet, email, and early collaborative tools made remote work more practical.
The rise of laptops and mobile technology further enabled remote work.
Increased availability of broadband internet, made working from home, much more viable.
The 2010s: Growing Acceptance: 
Cloud computing, video conferencing, and sophisticated communication platforms became commonplace.
The concept of "digital nomads" gained traction.
The Telework Enhancement Act of 2010 in the U.S. began to push government agencies to allow for more remote work.
In essence, the history of remote management is a journey from traditional home-based work, through the era of centralized workplaces, and back towards a more flexible, technology-driven approach. 

Evolution of remote working
During the pre-covid era, particularly in the early 2000’s the ability to manage business remotely increased with accessibility to technology such as laptops, broadband speeds and adoption of applications such as skype. As you can see from the trends below, there has been a steady increase in remote working over the time period analysed (1981-2015). Felstead & Henseke. (2017)
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 With a very dominant office and working culture greatly enshrined into modern society with the likes of modern media forms such as the series “the office” and films like “fight club”, there was not a real desire to remotely manage or work remotely outside of the theatres of international business and finance. 
 The shift from pre- to post-COVID-19 remote management represents a massive, and often abrupt, change in views and methods of managing remotely. Prior to the pandemic, remote work was often viewed as a perk, a niche arrangement reserved for specific roles or individuals. However, the global pandemic catalysed a rapid and universal adoption of remote work, forcing organizations and businesses to fundamentally rethink their management paradigms. A journal by Cascio (2000) although dated effectively compiles an image of what early remote working looked like in the early 2000s, justifying the use of an older reference.
 Existing structures and ways of working, predicated on physical co-location and traditional oversight, became instantly unattainable with the government-mandated lockdowns enforced worldwide. This was not a gradual evolution, but a forced revolution, exposing the unpreparedness of many organizations for large-scale remote operations. The scramble to implement digital tools, establish new communication protocols, and maintain productivity under such unprecedented circumstances revealed critical gaps in existing infrastructure and managerial capabilities. Arslan, Yener, Korkmaz & Alola. (2022) discussed this in their piece of literature discussing consequences of COVID-19 on businesses and the scramble to set up home offices and appropriate working-from-home situations. 
 This sudden shift also highlighted the inherent flexibility, or lack thereof, within organizational cultures. It became clear that those organizations with pre-existing cultures of trust and autonomy were better equipped to adapt than those reliant on rigid, in-person control. The forced adoption also revealed the disparity in digital literacy and access across the workforce, creating new challenges for equitable participation and productivity. The concept of 'presenteeism' was challenged, and the focus shifted, sometimes reluctantly, to output and outcomes rather than physical presence. Zapletal, Wells, Russell & Skinner (2023) produced a compelling argument that the pandemic became a ‘sink or swim’ moment in the workforce for older adults and the ability to quickly grasp new technology remotely. The online article laments how the pandemic created a double isolation digitally as work and even social and family moments now belonged online. 
 On a personal level, attitudes moved significantly towards prioritizing employee well-being given the unprecedented change in ways of working and how society interacted. The fear, uncertainty, and social isolation inherent in the pandemic created a heightened awareness of mental health and emotional well-being. Managers, often grappling with their own anxieties, were compelled to recognize the unique challenges of remote work, such as isolation, burnout, and the blurring of work-life boundaries.
 There was a genuine, if sometimes belated, effort to maintain team cohesion and foster a sense of community within groups. This was achieved through various digital mediums, such as Teams and Zoom meetings, but also through more informal initiatives like virtual coffee breaks, online social events, and dedicated check-ins. However, the effectiveness of these efforts varied widely, with some organizations successfully cultivating a sense of belonging, while others struggled to replicate the spontaneous interactions and social cues of in-person environments. The increased visibility into employees' personal lives, often through video calls conducted from home, also prompted a revaluation of privacy and boundaries. 
 Moreover, the pandemic exposed the diverse realities of remote work, with some employees thriving in the flexible environment, while others faced significant challenges related to childcare, inadequate workspace, or technological limitations. This necessitated a more individualized and empathetic approach to management, recognizing that a one-size-fits-all solution was no longer viable.
 The emphasis on well-being also led to a greater focus on work-life integration, rather than strict work-life balance, as employees navigated the complexities of merging professional and personal responsibilities within the same physical space. The concept of psychological safety became more important, as people were dealing with trauma, and needed to feel safe to share their concerns. The pandemic also highlighted the need to develop new metrics for performance evaluation, moving away from traditional measures of time spent at a desk and towards more holistic assessments of productivity and impact (Golden, Veiga & Dino, 2008).
 In essence, the pandemic forced a rapid and widespread adoption of remote work, leading to a fundamental shift in how managers approach their roles. The focus has moved from simply ensuring productivity to creating a supportive and engaging remote work environment. For a lot of organisations around the world this has become the default mode of working with many organisations adopting a more hybrid approach. 
Advantages & Disadvantages
Pros
The pros of managing remotely for me are glaringly obvious. Firstly there is the ability to expand the talent pool massively due to being able to hire from anywhere around the world. This can lead to a much more diverse and talented workforce due to not to being limited to somebody who is within commuting distance. 
 Another advantage of managing remotely is increased productivity due to less time commuting for staff which means getting up later/getting more sleep which can lead to higher productivity as the staff member is better rested. Many remote employees report higher productivity due to fewer distractions and the ability to work in a comfortable environment. Costing can be another benefit due to not having to pay for office space and the associated costs that come with offices such as: electricity, heating, broadband, maintenance costs, food, water etc. 
 Furthermore there is the added benefit of flexibility in terms of work life balance which can also enhance productivity due to the employee tending to be happier when having more balance. Additionally there can be the potential if the organisation allows it to work more flexibly i.e. picking their own hours if possible and working on their own timings if the work still gets done. 
Cons 
Remote teams often struggle with maintaining consistent communication due to the lack of in-person interactions. This can lead to misunderstandings arising from tone and context being missed in digital formats. Delays in response times and information sharing can also hinder project progress. Establishing clear communication protocols and utilizing various digital tools is essential. Regular virtual meetings can also assist with this. This is a very common problem that many companies face.
  Remote work can lead to feelings of isolation as employees miss out on the social interactions of a traditional office. This lack of face-to-face contact can negatively impact mental well-being and decrease overall productivity. Building a strong sense of community through virtual social events and team-building activities is crucial. Managers should also check in regularly with employees. This can be a serious issue for people who live alone.
 Managers may find it challenging to accurately assess employee performance in a remote setting. The absence of direct supervision requires a shift towards focusing on output and results rather than time spent working. Establishing clear performance metrics and utilizing project management tools is vital. 
 Trust and open communication are the foundations of successful remote management. Regular 1 on 1 meetings can also assist.
 Reliable internet connectivity and access to appropriate technology are fundamental for effective remote work. Security risks, such as data breaches and cyberattacks, are also a significant concern. Companies must invest in robust cybersecurity measures and provide employees with secure remote access solutions. Employees must also be trained on security best practices. Technology failures can be very disruptive.
 Remote employees may find it difficult to separate their work and personal lives, leading to burnout. The lack of a clear physical separation between work and home can make it challenging to "switch off" at the end of the day. Setting boundaries, establishing a dedicated workspace, and adhering to a consistent schedule are crucial. Managers should also encourage employees to take breaks. This is a common cause of employee burnout.
 The absence of in-person interactions can limit opportunities for spontaneous collaboration and brainstorming. The informal exchange of ideas that occurs in a physical office is often lost in a remote setting. Utilizing virtual collaboration tools and scheduling regular team meetings can help mitigate this. However, it is hard to replicate the value of face to face interaction. This can reduce innovation and organic development of new products, initiatives or features depending on the industry in question. Lister & Johnson (2019) collected quantitative data and produced a table below that a group of employees detailed the benefits and struggles of working remotely. The wide range of employees asked should portray an accurate representation but one limitation of this source is that the data was collected digitally, once more potentially missing out employees that are digitally illiterate or have fallen behind with non-compulsory work such as employee questionnaires. 
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Key players affected
The employee – the employee as highlighted above gains flexibility, freedom and a greater work life balance which can all lead to greater productivity in the long term but can have a less social working life, reduced team cohesion and can feel isolated. Employees have on the whole benefitted by the change in working remotely.
The manager- the line manager can face challenges as well as opportunities when it comes to managing remotely, they can range from opportunities that include an expanded talent pool from a wider area, increased employee flexibility which can lead to greater productivity when the employee works on their terms. Remote work encourages managers to focus on results rather than time spent in the office. Remote management forces managers to improve their digital communication and leadership skills, which are increasingly valuable in today's workplace. Although there are tangible benefits, without the correct monitoring of employees with tools that can clearly define output and as highlighted by Parker,  Knight, & Keller (2020) who noted that some workers did not display the same levels of productivity as they did in the office.
The organisation- Whilst the benefits have been highlighted above in the pros section of managing remotely, the negatives weren’t as obvious in the supporting literature. A glaring disadvantage for the business is an increase of security risks, as employees may be working on less secure networks or devices. This can lead to data loss, risks of hacking and fraud. Which have obvious downsides such as loss of revenue, adverse public opinion and permanent reputation damage. Literature also found organisations wrestling with the erosion of company culture and ethos, as work culture normally takes a long to grow and without a clearly defined way of set of values that are universally understood within the company, when this moves remotely there can be issues such as lack of communication and a lack of connection between colleagues. However Gibbs, Mengel & Siemroth (2021) highlighted that businesses rapidly combated this with new technologies and adjusted management practices to facilitate remote work, indicating a significant transformation in operational structures. 
Society- the changes in society have been dramatic, wide ranging and universal across the developed world as well as the developing world. One of the most dramatic changes has been the change in urban and rural dynamics. This has meant populations have become less centralised  with many professionals who work primarily online moving away from big population centres and moving to more remote locations. This has led to a class of people branded as ‘digital nomads’ who are more often than not moving to tropical locations with stable internet connections such as Costa Rica and Thailand. Further to this there has been a dramatic slowing down in the population growth in a lot of the worlds major cities and in some cases a decline as illustrated below which further emphasis the societal shift since the COVID-19 pandemic. 
[image: ]
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another change has been the widening of what is known as the ‘digital divide’ where individuals with unstable internet connections are being marginalised and locked out of having opportunities to work for organisations that operate a remote working policy. This can lead to wealth inequalities across region/countries/continents. 
Reflection
This part of the essay now allows me to convey my thoughts and reflect on how I feel working remotely has impacted or influenced my job role. To reflect in a way that appropriately conveys into an essay I will use the Gibbs (1988) reflective cycle to aid my thought process.
 With all that I have discussed and learned about remote management, I have learned how much it impacts all groupings of workers and society. As a remote worker, I have been able to identify with the literature I have read which sees remote working as a positive step towards productivity and work-life balance. 
 To be managed remotely has been an adjustment but a reasonably simple one to undertake. I now theorize this advantage is due to my young age and good digital literacy skills and believe if I were older with more work years beneath me, I could have struggled with coping with new the working environment.
 If I were to remote manage in the future, which would be considered my action plan, I now believe I am more equipped to understand and support digitally marginalized members of the workforce, how regular welfare checks and emphasis on maintaining cohesion within the team is the was to ensure productivity which also benefits everyone with a better work-life balance which has become the paramount bonus of remote working.
Conclusion 
This essay has introduced the concept of managing remotely, a brief overview and history were provided and the evolution of how working and managing remotely has become the new normal. 
 The reasoning and huge societal change due to the pandemic became paramount on why so much has changed within the last five years. Due to this, most references and supporting literature dates post 2020, with justification if any older sources were used.
 Limitations were pointed out on some of the supporting literature to display a balanced view in the section of advantages and disadvantages.
 The essay has concluded that remote working is paramount for success in this new digital age, it is desired if not expected by the new emerging work force and regarded as a better work-life balance. The essay has found that particular accommodations are required for the older workforce, the less digitally exposed and the isolated to ensure productivity and content in the workplace. 
 A reflective section was included, giving chance to add personal insight and space to decide how remote working has impacted me, and any future plans to remotely manage.
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Top pros and cons of working remotely
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The pandemic reduced population growth in most cities.

Population growth per year, %

Prepandemic Through the pandemic
201419 change 2020-22 change
Country  Metro . o | B
area ! ’
US | Dallas
US| Houston

US | New York City
USs | San Francisco
US | Washington, DC

US | Boston
Us | Chicago
Spain | Madrid
France | Paris
US | Atlanta

US  Philadelphia
US  Los Angeles
Germany | Cologne
Germany | Frankfurt
Germany | Berlin
Germany | Munich
Germany | Disseldorf

Us | Seattle
Japan | Tokyo
Japan | Osaka
Japan | Nagoya

UK | London 10 -23 ngrﬂef;:t:hange
China | Beijing 00 -00 (2022 data
China | Shanghai 00 0.0 not yet available)

Source: Beijing Municipal Bureau of Statistcs; Eurostat; National Institute of Statistics and Econormic Studies (France): National Statistics Institute (Spair;
E-Stat (Japan}; Offce for National Statistics (Urited Kingdom); Shanghai Municipal Bureau of Statistics; US Census Bureau; McKinsey Global Institute analysis




