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Remote management can be defined as a process of managing employees who are working in different places as they are not restricted to being in a specific workplace organisation. This type of management has become popular, particularly after the COVID-19 outbreak, which compelled most organisations to adapt to the new normalcy through remote work (Sinclair et al., 2021). In light of the statistics provided by the Office for National Statistics (ONS), it becomes apparent that home working continued to increase in the UK from 4.7 million in 2019 to 9.9 million in 2022 (ONS, 2022). It also reflects the permanent change of remote work as a trend rather than a mere adaptation.
Evaluating remote management from the various viewpoints of the employees, managers, and organisational perspectives is vital to the understanding of this concept. Thus, flexibility and better work-life balance are several benefits for the employees while suffering the drawbacks of lack of social interaction (Bell et al., 2023). There are some challenges in managing teams, such as supervising the performance and cohesiveness of the group, but technology has made communication and assignment management easier today (Azukas, 2022). On one hand, remote work may lead to lesser overhead expenses in terms of operating a business and, on the other, might lead to insecurity threats regarding information technology when not well controlled (Krehl & Büttgen, 2022).
In this report, the PEEL method and CRAAP test (Blakeslee, 2004) will be used to assess the credibility of the sources and data on remote management strategies. As to the advantages and disadvantages, the report will intensely discuss the benefits for employees, managers, and organisations, as well as the proposed solutions. Furthermore, it will look at studies done on flexible work arrangements and the effects on professional growth.

[bookmark: _Toc193293851]Employee Perspective
Remote work has been an effective working style that has advantages and disadvantages for workers. Therefore, when assessing the sources according to the CRAAP test suggested by Blakeslee (2004), the information available should be Current, Relevant, Accurate, Authoritative, and have a Purpose. 

[bookmark: _Toc193293852]Advantages for Employees
This report will thus emphasise employee benefits, in particular, flexibility, as one of the main benefits of remote work. According to more recent data from the UK's Office for National Statistics (ONS), homeworking in the same country shot up from 4.7 million people in 2019 to 9.9 million people in 2022 as qualitative study. The study revealed that Scotland had the highest percentage increase in homeworking by 203.5%, which nailed the reality that remote work emerged as the new organisational modality (ONS, 2022). The importance of this data published in the year 2022 makes the data more relevant in accounting for the new and even post-COVID-19 working environment, while the ONS acts as a prominent government organisation; therefore, this also makes the report more reliable.
The main advantage of working from home is that the employees have a better work-life balance. According to the study done by Sinclair et al. (2021), employees working remotely are likely to observe better work-life balance, and hence, they are less stressed and more content with their jobs. Practical Implications of this study are derived from the research topic, which deals with the well-being of employees with references and guiding strategies based on the theory of transformational leadership. Similarly, authors Costantini and Weintraub (2022) show that remote employees who use self-leadership practises, including goal setting and time management, indicate increased engagement and task importance. This clearly ties in with the aims of this research, which is to offer practical recommendations regarding how to motivate employees and enhance their work-from-home experience.
Another benefit that can be seen is financial savings for the employees. As stated in the ONS Report (2022), working from home has given many employees the advantage of not spending cash on commuting and other work-related expenses. This resonates with Beauchamp et al. (2021), whose study identified that employees working remotely incurred low expenses on transport, meals, and formal uniforms. These are True and Timely for they bring information based on two surveys conducted in a huge population during the COVID-19 quarantine.
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In the same respect, remote working has its demerits for employees despite being seen from a positive perspective. Depression, loneliness, and the absence of companions are thoughts that people have. Bell et al. (2023) also determined that commitment is low among remote employees, especially where the interactions within the teams are minimal. This concurs with the study's Purpose of establishing the effects of telecommuting on employees' emotions. This research is Current and Relevant because there is a current trend towards hybrid and remote working models.
This can also limit communication, exchange of information and cooperation among the other departments. Krehl and Büttgen (2022) described in their study that remote work may lead to an erosion of professional friendships due to a lack of face-to-face contact, especially in dynamic environments. The validity of this research is evident from the material and method used in the study, wherein the study adopted a qualitative diary study, in which data was collected during the COVID-19 pandemic. Since participants are those who work remotely, this study can fully satisfy the Relevance and Purpose criterion of the CRAAP test.
Moreover, as has been pointed out, the lack of separation between work and personal life is considered to have negative effects, such as stress and burnout, among employees. As cited in Contreras et al. (2020), employees who do not have well-defined schedules or even designated areas while working may easily blend their work life with home life. This article was published in a reputable scientific journal, which increases its reliability. Its aim, providing tactics to maintain boundaries, is relevant to promoting employee well-being.
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In order to manage the disadvantages of working remotely, the workers are advised to maintain routines, set goals and ensure social engagement. According to Sinclair et al. (2021), guidance on how to cope with time can be sought by creating a schedule of activities throughout the day that would allow one to balance work and life. This advice is also oriented explicitly as it relates to the goal of raising the productivity of employees in an organisation. It also highlights the need for the provision of dedicated work areas to enhance work-life barriers, thus supporting the Accuracy of the strategy as a research-backed suggestion.
In the study, Leonardelli (2022) draws attention to the fact that people fail to maintain social interactions and relationships while working remotely. Management is urged to engage the workers in virtual group meetings and interactions like video conferencing and teamwork to avert developing a sense of loneliness and isolation. This study's importance is based on the fact that it presents a scholarly research aimed at employee well-being in the condition of remote work, and as such, it could be relevant for offering practical solutions.
Lastly, Azukas (2022) also highlights that the use of digital tools is essential to increasing employees' productivity. There is no disconnection because there are many collaboration platforms like Slack, Microsoft Teams, and Asana that facilitate communication and coordination of completed tasks. The Currency of this study (carried out in 2022) thus helps to make the research not outdated, while the Purpose of this study, which is to enhance remote work practises, is beneficial to employees.
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Remote management has advantages and disadvantages for managers. Thus, based on the analysis that used the CRAAP Test proposed by Blakeslee (2004) to evaluate the reliability of research, this section reveals the strengths, weaknesses, and recommendations for managers who are interested in leading remotely.

[bookmark: _Toc193293856]Advantages for Managers
The selected benefits of remote work are suitable for managers as remote work helps them to be more productive and focused. Thus, there is flexibility in hiring people from different locations and increasing productivity by using new technologies. Wittmer and Hopkins (2022) have described that emotionally intelligent leaders are better suited for remote surroundings. Managers with high EQ were most suitable when it came to relationship building with staff who were working remotely since they showed higher adaptability levels. This source also satisfies the Currency and Authority of the CRAAP Test since it was published not long ago in a reputable peer-reviewed academic journal that provides information regarding remote leadership.
One more advantage mentioned is flexibility, which is helpful for managers. Sull et al. (2020) noted that management that adopted flex work policies enhanced positive employee relations and performance. Thus, this study addresses the Accuracy and Purpose criteria by providing real-life solutions based on business realities. Moreover, as per the quantitative the Office for National Statistics (ONS) revealed that as of January to March 2022, 42% of employees intended to work "most working hours from home" (ONS, 2022). This way, managers also free up their time from micromanagement by using the qualitative and quantitative data of ONS. They are left with more time for strategy, Reinforcing the Relevance of the elements of flexible management in a hybrid work model.
Also, digital platforms increase managers' effectiveness in monitoring their employees' development levels. Instant messaging and project management tools available include Slack, Microsoft Teams, and Trello, which are quite useful in sharing updates and increasing accountability for work distribution and progress (Azukas, 2022). However, the Currency of Azukas’ (2022) study makes it particularly relevant, and their Purpose, which is to enhance leadership with the help of technology, corresponds to the strategies that ensure managerial success.
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Although there are many benefits of remote management, there are also some drawbacks, which include the following. Among the major concerns, perhaps the most significant is the lack of a mechanism to monitor workers, check their productivity and hold them accountable for their actions. According to ONS Report (2022), the UK, particularly London, saw a decrease in non-homeworkers by 28.3% during the pandemic, which they said poses significant difficulties in the disbursed workforce management. It can be considered passing the all essential aspects of the CRAAP test, which is Consideration, Relevance, and Authority, as it is obtained from a reputable government body and is up to date.
Another area of management that has received some attention is the need to maintain team cohesiveness in organisations. According to Krehl and Büttgen (2022), managers who were working remotely experienced a challenge in maintaining close relationships with the employees, especially in those companies that largely depend on teamwork. This work fulfils the accuracy and purpose criteria as it employs a qualitative diary technique to capture the actual experiences of the managers. It is about the processes of disengagement that may lower the levels of employee productivity and motivation among them.
Last but not least, it is crucial to mention that creating a proper workload distribution in a more flexible environment might be rather difficult. As pointed out by Contreras et al. (2020), in the virtual environment, it becomes really challenging for managers to recognise burnout risk among their subordinates. Authority supports the credibility of this study as it is a peer-reviewed publication.
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The best approach that managers can employ in order to address the challenges of managing remote employees is to put in place means through which they can ensure accountability, foster engagement, and sustain a healthy team climate. As Leonardelli (2022) underlines in her article, it is crucial to foster positive and robust team identification so that employees will not disengage themselves. The study's Purpose is focused solely on enhancing the managerial approaches, and its Relevance guarantees that it can be helpful in the contemporary remote work context.
This is because they are also encouraged to adopt some form of structured communication. Wittmer and Hopkins (2022) indicate that group meetings on a weekly basis to review and discuss the employees' progress are recommendable. The choice of Currency and Purpose of this research would make this work relevant in addressing most emerging challenges associated with remote working.
Furthermore, Azukas (2022) argues that tools like Asana and Monday.com are beneficial for improving the tracking and visibility of tasks and projects. These tools enhance efficiency and increase the level of transparency, and these four tools are capable of passing the CRAAP test for accuracy and the intended purpose.
By implementing these techniques, managers increase the chances of remote team member motivation, motivation, and performance.
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The increase in remote work comes with its cons and pros for an organisation. The subsequent section uses reliable sources and applies the CRAAP test to highlight how companies can leverage the advantages of remote work while overcoming the drawbacks.
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The most important benefit that any organisation stand to gain from the use of technology is the reduction of expenses. According to Saltman (2020), the implementation of new ways of work that involved remote work immensely helped to make the office space contract, which in turn saved costs related to utility bills, rent, and supplies. This work satisfies the requirement of the criteria of the CRAAP Test on Accuracy and Purpose of the information presented by utilising data from organisations that implemented the hybrid model.
It was also found that remote work enhances the organisation's ability to source talent from all over the world. Sutherland and Janene-Nelson (2020) argue that corporate entities that implemented remote work policies sourced employees from a more extensive field. Therefore, the Word Bank reasoned that diverse and fresh ideas were encouraged, and thus, improvements were experienced. The Relevance is self-evident because the present work focuses on recruitment issues in the index workforce after the pandemic.
In addition, AlMazrouei (2023) carried out a study and concluded that organisations that adopted the policy of allowing employees to work from home recorded high rates of employee turnover. This research is relevant to Currency and Authority since it provides up-to-date information obtained in the Australian public sector, which encounters the same issues that affect remote workers in the UK.
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However, remote work presents some disadvantages, including increased cases of cybercrime, mainly because workers are connected to the company networks from practically anywhere and reduced organisational culture adhesion. According to Krehl and Büttgen (2022), organisations that did not correctly adopt secure digital architectures saw a new set of risks to data security amplified by remote working implementation. This evidence is based on the fact that the study undertook several case studies to enhance its Validity. It is also established that the purpose of the study is to strengthen cybersecurity measures.
Apparently, remote work may also affect culture. In Bell et al. (2023), the authors established that since there is limited face-to-face contact usually formed through workplace interaction, employees may feel as if they do not belong. In applying the CRAAP Test, this study is relevant and responds to the Purpose criterion as it relates to the challenges of organisations in offsite areas by using the qualitative.

[bookmark: _Toc193293862]Recommendations for Companies
Organisations are counselled to implement secure information technology platforms to reduce the realised risks. According to Beauchamp et al. (2021), multi-factor authentication, virtual private networks (VPNs), and employee training should be considered measures to minimise cyber threats. This advice complies with the elements of the CRAAP Test and, therefore, is accurate and has a proper purpose.
They should also arrange loose and tight collaborative styles at work from which employees can still meet and hydrogen in between. In his article, Leonardelli (2022) encourages organisations to set specific in-office days to ensure that team members stay connected and motivated. This is Current and Relevant because it indicates that there is a need to employ a hybrid model, which is supported by information collected from successful organisations.
Therefore, companies are slowly moving to hybrid work models and improving cybersecurity simultaneously because digital tools make it possible to achieve both saving money and increasing worker satisfaction.

[bookmark: _Toc193293863]Conclusion
In this report, the advantages and threats of working in a remote team, as well as recommendations on how to manage remote teams, have been discussed from employee, managerial, and organisational points of view. The CRAAP cheque helped use research-relevant data to evaluate the credibility of the research sources. Based on the results, remote work can significantly provide flexibility, reduce costs, and expand the range of talent acquisition. However, there are still issues to do with isolation, lack of communication, and incidents in security are still present.
For remote management to work effectively, employees, managers, and the organisation should follow scheduled working protocols, employ proper communication skills, and properly embrace technology. The applications of the two approaches to people management mean that businesses can enhance organisational interpersonal and managerial well-being and long-term organisational success.
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To gain insight into remote management, I sought to find articles from various academic sources about its advantages, disadvantages, and possible approaches. In the beginning, I struggled when it came to filtering reality with non-reality and genuinely analysing facts from matters based on opinion and conjecture. Applying the CRAAP Test (Blakeslee, 2004) enhanced my critical appraisal skills in terms of Currency, Relevance, Authority, Accuracy, and Purpose. For instance, the Office for National Statistics (ONS) (2022) offered statistical analysis on the trend in remote working in the UK, and Wittmer and Hopkins (2022) offered applied guides to managers by the use of Qualitative and Quantitative . This made it easy to gather more information pertaining to my research by using reliable sources of information.

[bookmark: _Toc193293866]Feelings
Initially, I experienced some confusion due to the large variety of sources available. As a result, some articles were opposing each other, and it was challenging to determine which articles provided reliable information. I have developed confidence in appraising sources using the CRAAP test. For instance, Bell et al. (2023) and Krehl and Büttgen (2022) provided an equal analysis of the advantages and adverse effects of remote work. This meant, for me, an enhancement of its decision-making, which further eliminated inaccurate content.

[bookmark: _Toc193293867]Evaluation
When it comes to my choice, the CRAAP Test positively influenced the way I work with sources. For instance, I patronised the ONS Report (2022) because of its Currency and Authority and excluded other sources that did not expound on remote work post-pandemic. In the context of remote contexts and team cohesion, Leonardelli's (2022) contributions explained it further to me. Thank God that because of this method, I was able to avoid considering theories and leaning toward reality based on data.

[bookmark: _Toc193293868]Analysis
It expanded my view in terms of the remote managerial approach. Firstly, it was for the employees, as remote work mainly helped in terms of flexibility. Nevertheless, I understood that, among these challenges, administrative management working remotely has never been an easy task to manage communication, motivation or accountability (Krehl & Büttgen, 2022). I also came to understand that emotionally intelligent managers thrive effectively when it comes to remote working environments that enhance trust and thus boost the morale of employees (Wittmer & Hopkins, 2022). They finally changed my mindset to think that management and leadership in distant places are not negligent of sound strategies and planning but of digital technology.
Recalling my work experience made me acknowledge that ineffective communication in a remote context causes disengagement. Bell et al. (2023) supported this by bringing up the loneliness aspect that I relate to while working from home due to the dissemination of coronavirus.

[bookmark: _Toc193293869]Conclusion
From this research, I was able to identify effective remote management, communication, and engagement, as well as the implementation of technology. The CRAAP test enhances the skills in determining and identifying appropriate information for academic writing and decision-making skills.

[bookmark: _Toc193293870]Action Plan
In the future, if circumstances require remote work, I will ensure a close working relationship with the manager, provide regular progress reports, and engage in activities that foster interaction with other team members. Thus, if I find myself supervising others virtually, I will adhere to Leonardelli's (2022) pointers by cultivating team identification and engaging in status meetings. The following are important strategies that will enable me to boost my productivity as an employee and be a good leader while working remotely.
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Table 1 Descriptive Statistics
	Remote Work - 2019
	 
	Onsite Work 2019
	 
	Remote Work - 2022
	 
	Onsite Work - 2022
	 

	
	
	
	
	
	
	
	

	Mean
	13.9
	Mean
	80.2
	Mean
	28.9
	Mean
	66.5

	Standard Error
	0.8
	Standard Error
	1.7
	Standard Error
	1.4
	Standard Error
	2.1

	Median
	14.3
	Median
	80.1
	Median
	30.2
	Median
	66.4

	Mode
	10.3
	Mode
	#N/A
	Mode
	30.2
	Mode
	#N/A

	Standard Deviation
	2.9
	Standard Deviation
	6.4
	Standard Deviation
	5.3
	Standard Deviation
	7.8

	Sample Variance
	8.4
	Sample Variance
	41.5
	Sample Variance
	28.0
	Sample Variance
	60.9

	Kurtosis
	-0.2
	Kurtosis
	-0.3
	Kurtosis
	1.6
	Kurtosis
	1.6

	Skewness
	0.5
	Skewness
	-0.3
	Skewness
	-0.7
	Skewness
	0.2

	Range
	9.4
	Range
	22.4
	Range
	20.6
	Range
	32.9

	Minimum
	10.1
	Minimum
	67.3
	Minimum
	16.4
	Minimum
	50.7

	Maximum
	19.5
	Maximum
	89.7
	Maximum
	37.0
	Maximum
	83.6

	Sum
	194.8
	Sum
	1122.1
	Sum
	404.9
	Sum
	930.3

	Count
	14.0
	Count
	14.0
	Count
	14.0
	Count
	14.0
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