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[bookmark: _Toc1514498491]Section 1 Introduction 

This report examines the advantages and disadvantages of Remote Working from the perspective of the Employee, the Manager and the Organisation. This report will be using both qualitive and quantitive data from secondary sources.
Remote working and management have increased significantly since spring 2020 when UK workers were told that “everyone who can work from home must do so” Rudnicka et al (2020).
Understanding remote management is important as it looks at the data (both qualitively and quantitively) and shows the advantages and disadvantages for the employee, the manager and the organisation with recommendations for improvement and/or implementation.
This report will highlight these findings and statistics and provide an overview of the cause and effect of remote working and management.
[bookmark: _Toc1581634638]Section 2 Employee

[bookmark: _Toc1226334899]2.1 Advantages
2.1.1 Research by Bloom et al. (2015) found that employees working from home demonstrated higher performance levels and lower absence rates compared to office.
2.1.2 Bloom et al. (2024) reported that hybrid working significantly improved retention without negatively affecting performance.
2.1.3 Straus et al. (2022) suggested that remote workers show higher engagement levels when adequate resources and managerial support are available.

[bookmark: _Toc470195508]2.2 Disadvantages
2.2.1 Dong et al. (2025) found that prolonged remote working was associated with higher burnout and reduced psychological well-being.
2.2.2 Bloom et al. (2015) observed that remote employees were less likely to benefit from informal learning opportunities.
2.2.3 Yang et al. (2021) demonstrated that remote work reduced spontaneous communication and weakened collaborative networks.

[bookmark: _Toc284799584]2.3 Recommendation
2.3.1 Research indicates that blurred boundaries in remote settings increase stress and exhaustion (Dong et al., 2025). Employees should create structured daily routines and clear boundaries between work and personal life to reduce burnout risk. Setting defined working hours and disconnecting after work can protect psychological well-being.
2.3.2 Yang et al. (2021) found that reduced spontaneous communication weakens workplace networks, making intentional interaction essential. Employees should engage in regular communication with colleagues and supervisors to prevent isolation and misunderstanding. Proactive participation in meetings and collaboration platforms can strengthen professional relationships.
2.3.3 Bloom et al. (2015) suggested that performance clarity supports sustained productivity in home-working environments. Employees should prioritise outcome-based performance and ensure visibility of their contributions through regular progress updates. Clear reporting of achievements can mitigate reduced career visibility in remote settings.

[bookmark: _Toc1341853110]2.4 Workplace Example
2.4.1 During my time working from home, it created a much more relaxed atmosphere at home and caused less stress and arguments.
2.4.2 During COVID I worked from home myself teaching plumbing, heating and gas. Therefore of course there would be a lower level of absence as you are already at home when working from home?
2.4.3 The flexibility and autonomy created was fantastic. I still had to log in daily and prove I was actively online, but that was no issue at all for me, however because of the autonomy and risks, organisations had to put things in place to ensure employees are actively working.

[bookmark: _Toc2131045620]Section 3 Managers

[bookmark: _Toc1043149313]3.1 Advantages
3.1.1 Mabaso et al. (2024) highlighted that remote work allows organisations to expand their talent acquisition strategies.
3.1.2 Bloom et al. (2024) found that hybrid working arrangements contributed to improved staff retention.
3.1.3 Mabaso et al. (2024) suggested that structured remote performance management improves accountability and transparency.
 
[bookmark: _Toc2041835267]3.2 Disadvantages
3.2.1 Jensen (2020) argued that intrusive monitoring practices reduce motivation and damage workplace relationships.
3.2.2 Yang et al. (2021) found that reduced informal interaction limited learning opportunities.
3.2.3 Straus et al. (2022) noted that insufficient communication structures reduced remote team effectiveness.

[bookmark: _Toc1227366518]3.3 Recommendations
3.3.1 Jensen (2020) emphasised that excessive monitoring reduces employee commitment. Managers should prioritise outcome-based performance measures rather than surveillance technologies. Trust-based management improves motivation and engagement.
3.3.2 Straus et al. (2022) highlighted that remote engagement improves when adequate managerial support is provided. Managers should schedule regular one-to-one meetings and provide consistent feedback to support development and engagement.
3.3.3 Yang et al. (2021) demonstrated that remote work can weaken cross-team connections without deliberate collaboration strategies. Managers should create structured opportunities for team interaction, including collaborative projects and virtual team-building sessions.

[bookmark: _Toc819136058]3.4 Workplace Examples
3.4.1 There is always strength in numbers, and when the whole team are working as one, anything is possible. Evidence has shown that remote lone working can weaken the cross-team connection and often reduce productivity.

3.4.2 During this research, it is becoming increasingly evident that the link between structured targets or criteria and regular coaching and feedback all support and maintain an effective team. 
Research shows this to be an effective method in assessing the level of knowledge and offer the appropriate training or support.

3.4.3 Setting targets and outcome-based management have had a significant success rate across various industries. This confirms the disadvantages and recommendations regarding set targets and regular communication.
 
[bookmark: _Toc163631235]Section 4 Organisation

[bookmark: _Toc1189925738]4.1 Advantages
4.1.1 Bloom et al. (2024) reported that hybrid work models reduced organisational turnover costs.

4.1.2 Bloom et al. (2015) demonstrated productivity improvements in remote working environments.

4.1.3 Mabaso et al. (2024) suggested that flexible working supports environmental responsibility.

[bookmark: _Toc1048832864]4.2 Disadvantages
4.2.1 Yang et al. (2021) found that remote work restricted cross-team knowledge exchange.
4.2.2 Yang et al. (2021) highlighted difficulties in remote socialisation processes.
4.2.3 Dong et al. (2025) identified long-term well-being risks associated with remote work.

[bookmark: _Toc2006016275]4.3 Recommendations
4.3.1 Bloom et al. (2024) recommended hybrid working as the most sustainable models. Organisations should implement structured hybrid working models that balance flexibility with in-person collaboration. Hybrid arrangements combine productivity benefits with social interaction.
4.3.2 Yang et al. (2022) and Dong et al. (2025) supported the importance of structured support mechanisms. Organisations should invest in mentoring programmes, digital collaboration tools, and well-being initiatives. These measures can reduce isolation and burnout.
4.3.3 Dong et al. (2025) identified well-being risks associated with prolonged remote work, highlighting the need for organisational safeguards. Organisations should implement formal well-being initiatives, including workload monitoring and mental health support.   


[bookmark: _Toc2033400632]4.4 Workplace Examples
4.4.1 It has been found that more organisations are creating remote jobs (such as call centres) as it reduces costs and staff turnover. Whilst this is true, there is also evidence to support the disadvantages to this for the employee as previously stated in this report.
4.4.2 During covid, most organisations faced an initial drop in productivity across the board. This was overcome once properly managed systems were put in place. It has been previously said and stated about the benefits of properly managed and monitored targets.
4.4.3 There has been a direct link between remote working and a drop in pollution. Studies report that the environment has benefitted from remote working due to the reduction in pollution from transportation and refuge litter etc. 



[bookmark: _Toc1405730683]Section 5 Conclusion

This report examines the very complex world of remote working and remote management through the eyes of the employee, the manager and the organisation. 
We have collated a wide range of qualitative and quantitative secondary research to bring to light the advantages and disadvantages for each of the parties involved in remote working. 
It has been found that remote working presents a diverse range of advantages and disadvantages for each of the three groups. 
Let’s start by summarising some qualitative and quantitative research into the advantages and disadvantages of remote working for employees, managers and organisations, and then discuss the issues arising from remote working and some of the possible solutions.
Remote work provides managers with an opportunity to find and hire the best people and to keep their best people, according to SHRM. However, managers will need to find new ways of communicating and managing employees remotely. While remote and hybrid work can bring cost, productivity and environmental benefits, it also brings challenges which can impact the long-term socialisation and engagement of employees.

After balancing all arguments for and against, it can be said to recommend that remote work is carried out under strict planning, based on a rule of work and on a high level of communication. The hybrid model appears to be the most optimal combination of flexibility and direct interaction. 
With appropriate regulations and working conditions, it is possible to maintain the high level of efficiency and benefit of remote work for both employees and employers.



[bookmark: _Toc2097196496]Section 6 Reflection

This reflection is based on my personal experiences during the COVID 19 Pandemic when our life as we knew it changed and we had to work from home/remote working.
COVID 19 first started in November 2019 but became a worldwide Pandemic in December 2019. The pandemic lasted until May 2023 where it was officially declared as no longer a global threat. Between November 2019 and 26th February 2026, these were the total casualties to-date.
As of 26 February 2026, there have been 7,110,645 confirmed COVID19 deaths worldwide. [en.wikipedia.org]
These figures represent confirmed deaths reported to the World Health Organization (WHO). Experts note that the true global death toll is likely higher when accounting for underreporting and excess mortality, which some estimates place between 19.1 and 36 million deaths worldwide. [en.wikipedia.org]
Although these numbers are alarming, COVID 19 did not or does not represent the highest number of fatalities recorded. The number one cause might shock some people.
1. The world’s leading cause of death is ischemic heart disease
According to the World Health Organization, the biggest global killer is ischemic heart disease, responsible for about 9 million deaths per year, accounting for 13% of all global deaths. 
Independent analyses in 2026 confirm the same: ischemic heart disease remains the #1 cause of death worldwide, killing an estimated 9 million people annually (≈16% of global deaths). [who.int] [scienceinsights.org]
2. COVID19, while massively impactful, ranks far below top chronic diseases
COVID19 caused 7.1 million confirmed deaths globally up to Feb 2026. 
While this makes it one of the most significant pandemics in modern history, it does not surpass chronic noncommunicable diseases in annual mortality. [en.wikipedia.org]
During the pandemic period I think it goes without saying that being shocked and scared is an understatement. Nobody knew what was really happening, there was mass hysteria all around with people dying from it daily.
I remember watching the news each day whilst I was preparing to teach and remote work from home. It was on every channel almost, and the outcomes were always bleak…… how many had died that day, who was caught breaking the “no travelling” laws, politicians and other high-profile people flaunting the law like it didn’t apply to them and as if they were above the law.
This assignment has opened my eyes to the world of remote working, especially reflecting on the impact it had upon my life personally during the several year period of COVID 19 Pandemic.
The reflection covers the struggles at the start of not knowing what to do at all, to eventually gathering all the necessary equipment and software (computer, screen, laptop, web camera, white board etc) to remote work from home efficiently and effectively (as best as possible under the circumstances).
For this assignment, we had to research Managing Remotely, Working from Home, from the perspective of the employee, the Manager and from the Organisation. Research has brought up a vast amount of data regarding this topic with many conflicting points of view as you would expect. For every advantage, there a disadvantage elsewhere depending on your point of view or perspective of it
I can say with hand on my heart some of the advantages and disadvantages I faced during this time, and the debates (and actual arguments) I had with my manager and the actual Organisation during this time. What was asked of me on times was impossible to achieve yet they were not able to grasp or comprehend what I was saying…..they simply looked at a data sheet with numbers on it and I was expected to reach that end goal or figure. 
For example, Research by Bloom et al. (2015) found that employees working from home demonstrated higher performance levels and lower absence rates compared to office based. Although this might be true and the case for some, I was teaching plumbing, heating and gas. These are hands-on kinaesthetic trades which need to be conducted and taught either out on site or in a practical workshop. Neither of these were available during the pandemic and are pretty much impossible to achieve remotely from home. So in my case, I was unable to achieve certain figures or goals as it was simply IMPOSSIBLE…. that was my argument constantly, the Manager and Organisation just looked at a sheet of paper containing some data on it and wanted me to achieve that end result. 
Bloom et al. (2024) reported that hybrid working significantly improved retention without negatively affecting performance. Personally, I am not sure what sector this was based upon, but it clearly wasn’t suitable for me.
Straus et al. (2022) suggested that remote workers show higher engagement levels when adequate resources and managerial support are available. Now this is a fair statement up to a certain point. I was very grateful to have received the necessary materials and equipment to remote work from home, but as previously stated, I was asked to do something that was impossible to achieve due to the nature of the practical element involved.
The governing body had to be involved and introduce other methods of assessing the skills and practical elements of the students and apprentices as a direct result of the limitations imposed by COVID 19. This of course would have been unheard of if not because of the current situation and circumstances.
Reflecting fully on the process of researching and completing this assignment has allowed me to examine both the academic findings on remote working and my own lived experience during the COVID‑19 pandemic. Using academic sources alongside personal reflection has helped me better understand how remote work affected employees, managers, and organisations, while also recognising the extent to which my experiences aligned with or contradicted wider research.
From an employee perspective, the academic literature emphasises both performance improvements and risks to well-being (Bloom et al., 2015; Dong et al., 2025). Reflecting on my own experience, I can see truth in both sides. The increased autonomy and reduced daily commuting removed a lot of stress from my life, and I did feel more relaxed working from home. However, the blurred boundaries between home and work had a direct impact on my well‑being. I often worked longer hours without realising it, which matches the research identifying elevated burnout risks when boundaries are unclear (Dong et al., 2025). This reflection has helped me recognise how easily these issues can develop and the importance of setting structured routines.
From the managerial perspective, researching different viewpoints has given me a clearer understanding of why managers struggled during the pandemic. At the time, I often felt frustrated that managers continued to push for performance outcomes that were impossible to achieve remotely in my sector. Practical, hands‑on trades such as plumbing and gas work simply cannot be taught fully online. Yet managers were relying on performance data and outcome targets, aligning with research that suggests some organisations struggled to adapt their expectations to remote working realities (Jensen, 2020; Straus et al., 2022). Reflecting on this has helped me realise that the disconnect was partly caused by the suddenness of the pandemic. Managers were unprepared, and many lacked the experience or tools to support staff who worked in highly practical job roles.
From the organisational perspective, the research I reviewed supported my observations about the challenges organisations faced early in the pandemic. Productivity initially dropped, and there was significant confusion about how teaching and assessment should be delivered. Reflecting on this has made me appreciate how quickly organisations were forced to adapt. The shift to remote assessment methods, the reliance on digital platforms, and the introduction of emergency procedures from governing bodies were all necessary responses to an unprecedented situation. This aligns with literature identifying both innovation and disruption as key organisational themes during large‑scale remote working transitions (Bloom et al., 2024; Yang et al., 2021).
This assignment also helped me reflect on how my own perspective has changed over time. During the pandemic, my focus was on simply coping day‑to‑day: managing an unsuitable living space, dealing with noise from the kitchen below, trying to teach practical subjects remotely, and handling the anxiety that came with constant news updates about rising infection and death rates. Revisiting those experiences now, supported by academic research, has given me a clearer sense of how much uncertainty and pressure we were all facing. At the time, I felt isolated, confused and sometimes overwhelmed — feelings that the literature later identified as common among remote workers globally.
Critically, this reflection has also improved my understanding of the value of academic research. When I was living through the pandemic, I knew my circumstances were difficult, but I didn’t fully understand how widespread these challenges were. Reading research studies allowed me to place my experience within a global context, recognising shared patterns such as reduced social interaction, increased stress, and changes in workplace expectations. This combination of personal experience and evidence‑based analysis has strengthened the conclusions I reached in earlier sections of the assignment.
Finally, completing this reflection has highlighted the importance of adaptable working practices. My experience taught me that not all job roles are suited to remote work, particularly those requiring hands‑on training. However, it also showed me that flexibility, improved planning, clearer communication, and strong support mechanisms can significantly reduce the negative effects of remote working. My perspective has shifted from seeing remote work as purely a barrier during the pandemic, to understanding it as a complex but manageable working method when supported by appropriate strategies.
Overall, this reflective section has helped me connect the findings of the assignment with my own journey through one of the most challenging periods of my professional career. It has reinforced the need for balanced approaches to remote work that consider the needs of employees, managers, and organisations alike, and it has given me a deeper appreciation for the resilience and adaptability required during times of crisis.
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