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1. [bookmark: _Toc73286799]Introduction 

 Remote management refers to the process of managing employees who work from a location away from the traditional workplace. According to (Pokojski et al., 2022), Remote work is defined as a working arrangement that requires no personal contact and allows employees to work from home or another remote setting. Utilizing digital tools such as video conferencing, telecommunications and software for project management.

 Remote working has become increasingly prevalent in the last few years, particularly following the COVID pandemic where organisations had to adhere to lockdown regulations and adapt its working practices. By analysing remote management from the perspective of the employee, the employer, and the organizations, this paper will aim to present a balanced and objective understanding of the impact of remote management. 

The analysis has been conducted using a range of secondary sources, incorporating quantitative and qualitative research to provide a comprehensive and well-rounded evaluation. The credibility of these sources has been assessed using the CRAAP test for authenticity. 

 The structure of this assignment will begin by examining the advantages and disadvantages for the employee, the manager, and the company regarding remote management. Workplace examples are inserted throughout for personal insight and experiences. Followed by recommendations, a conclusion of findings and a reflection section. References will be included in an APA format.
[bookmark: _Toc1984967286]2     Employee 

[bookmark: _Toc1733845857]2.1 Advantages for Employees
Remote work has become far more prevalent in recent years. Some advantages to the employee that have been seen include reduced costs, more flexibility, and increased job satisfaction.
Research indicates that employees are saving money on things like food, commuting, and childcare. (Ferreira et al., 2021).
Employees who previously had to commute to work save on public transport fares, fuel and maintenance costs while also saving valuable time. Not having to buy food while on shift and having the freedom to arrange work around responsibilities such as young children at home proved helpful to employees when conserving finances and for their home/work life balance. These savings could potentially be redirected to fulfil more personal wishes rather than a necessity as standard. 
Being closely situated to my place of work, I can fully appreciate the benefit of not having to have a long and costly commute.  
Working remotely from home has been shown to offer more flexibility for employees around when work hours are completed, giving more control with scheduling.  (Ferrara et al., 2022)
Autonomy over scheduling can be beneficial to employees when balancing work and personal commitments. Used effectively, this enables work tasks to be completed when they suit the individual, adding a more person-centered approach to working. This will help employees feel valued and will likely reflect in their work ethic. 
Keeping up to date with online training in my role is a necessity. Being given a rough deadline and the freedom to complete as and when I wish whilst still being paid to do so, I can relate to the convenience of having flexibility in this regard.  
Research also suggests that working remotely increased productivity and job satisfaction (Ravi S Gajendran et al., 2024)
Allowing employees to work to a time schedule of their choosing, while in an environment that they are comfortable in can have a positive effect on mental health. Having no formal workplace etiquette or the pressure of physical supervisory presence can demonstrate a level of trust, allowing employees to relax and complete tasks without anxiety around fear of judgement. This can in turn boost morale and productivity, leading to a better sense of job satisfaction.
Within my organization, there is a similar narrative of a more relaxed work environment. Being employed by a small company, I feel I benefit from the lack of formal etiquette that comes with being employed by a large organization.  
Having examined these enhancements to the employees' working practice, this report will now consider some disadvantages found.

[bookmark: _Toc1536110086]2.2 Disadvantages for Employees
Remote work has been shown to have some negative implications for its employees in terms of an increased workload, social isolation and an impact on health. 
Research suggests that remote work can cause ‘burn-out’, an increased work intensification and blurring of lines between work and home (Adisa et al., 2022).
 Working from home requires employees to be monitored digitally, being allocated time restraints for completing work tasks. This feeling of being constantly supervised and inability to disconnect can have a knock-on effect on one’s personal life, make employees feel the need to always be available, increase anxiety and erode the boundaries between work and home life. 
Boundaries are especially important in my line of work as a support worker as it can impact directly upon the level of care provided. If an employee is feeling tired or anxious this will then reflect in their attitude and on to the service user themselves. 
(Babapour Chafi et al., 2021) suggests that through the lack of face-to-face contact when working remotely that social isolation is a likely result for some.
The workplace is often a familiar setting where employees convene. There is structure, familiarity and a general sense of comradery. Especially prevalent for those switching from an office setting to home, or those working full time, the concept of spending so much time alone is a direct contradiction in terms of our basic human need to socialize and feel part of a community. This can result in a decrease in associated morale.
During the COVID pandemic, staff sickness sky-rocketed, leaving many service users in the care sector without appropriate care. This led to a decline in their physical and mental wellbeing.
(De Vincenzi et al., 2022) says that remote working can have negative implications in terms of health, affecting both physical and mental both directly and indirectly.
Working from home without specialist ergonomic equipment is likely to cause a host of issues including Musco-skeletal, posture/alignment issues and reparative strain. The direct cause of these injuries will cause pain and discomfort, and secondary implications may include heightened stress level, impacts on sleep causing fatigue leading to physical and mental health issues. 
Having witnessed the use of inadequate equipment and or insufficient equipment in my job role, not only did it cause discomfort but the potential for injury mounted exponentially. This resulted in broken trust and a negative impact on working relationships. 
Based on this evidence, there are some distinct disadvantages to remote work for employees which can depend on circumstance, environment and individual preference. We will now explore ways to optimize performance.

[bookmark: _Toc15952555]2.3 Recommendations for Employees
Having delved into data surrounding the advantages and disadvantages of remote work, the most relevant recommendations for remote work would be regarding protecting wellbeing, preserving a healthy work-life balance and potential use of a hybrid work style.
Quantitative research conducted on a collected survey data during the COVID pandemic found that to protect wellbeing it is important to manage boundaries between work and home life. (Allen et al.,2021)
Many employees found that having a dedicated workspace was effective in providing a physical barrier between the home and work dynamic. Having a space away from potential distractions and household responsibilities allows a more focused disposition. This also enabled employees to alter the mindset in which they approached work and allowed them to mentally disengage when work hours end.
Whilst completing online training for my role, I have learnt to take myself away from distractions within the home to be able to fully concentrate on the task at hand.
Research by (Oakman et al., 2020) indicates that in order avoid feeling overwhelmed by work intensification it is important to be realistic about time frames and goals.
Having to complete work tasks in a home environment can be a challenge to some when adapting to a space that isn’t purpose built. Technostress and a lack of effective communication can become a factor in navigating the realms of remote working. Formalized policies to provide clarity for employees around what exactly is expected of them. 
In a previous role in the care sector, I found myself overwhelmed by tasks and unable to voice this effectively. This led to a raise in anxiety and decline in my mental health. 
Research published by (Beckel & Fisher, 2022) suggests that the use of hybrid work, combining both remote working and office days are beneficial in creating a coordinated team.
Effective use of both office days and remote working have been shown to be beneficial for team coercion and unity. Having opportunities to ‘check in’ and collaborate with colleagues has been proven to instil positive reinforcement, encourage new ideas and boost morale while retaining the benefits of remote working.
In my line of work, it is imperative to have adequate time to interact with colleagues to discuss the service user. This leads to being informed about a whole nature of variables that can affect the level of care we are able to provide. 
Therefore, it seems that employees are experiencing highs and lows when it comes to remote working. Managers appear to be reporting similar themes, which will now be investigated.  

[bookmark: _Toc1401664874]3. The Manager

[bookmark: _Toc1425064634]3.1 Advantages for Managers

With the rise of remote management in recent years some key benefits from the perspective of the manager have become evident including flexibility, increased productivity and a reduction in overhead costs.
(Babapour Chafi et al., 2021) argues that flexibility is a positive factor when managing a team remotely.
Monitoring staff remotely negates the need for physical presence which can be mutually beneficial for both employee and employer. It can reduce the invasive nature of having to check in, easing anxiety for the employee and save on time and resources from the managers perspective.
In my workplace it is rare to physically see our manager as she keeps in touch mostly through the medium of texts and calls. I can relate to the relaxed feeling this instils and a sense of trust while also feeling the safety of knowing she is contactable if required.
(Ferreira et al., 2021) suggests that a reduction in cost is likely when managing remotely.
Being able to obtain a large workforce is made far more achievable when recruiting digitally. Having a large office to facilitate such a team would mean paying large sums for rent and maintenance whereas remote management removes the financial burden and responsibility. As well as more personal savings such as potential savings on commuting, meal breaks and perhaps childcare for some. 
During a time when I was in a supervisory role. My fellow senior support workers rotated shift patterns which enabled each of us to rest and recharge while also providing service users and employees with diversity.
Research by (Pokojski et al., 2022) suggests that remote management can enhance performance and boost team productivity.
 By eliminating the need for physical presence, the scope of recruitment can be vastly expanded, allowing managers to obtain a greater talent pool. This allows access to a superior level of new ideas, work ethic and experience to contribute to company success. 
During my employment at a large care home, the need for agency workers sometimes arised. Having interactions with individuals with a difference in experience and gained knowledge proved beneficial when collaborating and new ideas.
However, despite these benefits, remote management can also create challenges, which will now be considered.

[bookmark: _Toc745001335]3.2 Disadvantages for Managers
  Remote management can present significant challenges for employers, primarily around building working relationships, Issues with technology and team coordination.
The ability to build and maintain relationship with employees is impaired says (Błaszczyk et al., 2023)
Often recruiting solely via digital means, managers and employees rarely require physical meetings. This will have an impact on the employer’s ability to gauge engagement, competence and commitment to the team. Having this inability connect will likely influence both parties’ ability to work effectively.
I experienced this when I gained a new manager in my role. To begin with, we only communicated via texts and calls I was unable to obtain an accurate impression of her character. Written text is unable to convey tone which can affect its interpretation.
Research by (Kowalski & Ślebarska, 2022) indicates that issues around digital literacy is now prevalent in remote management.
With IT being the driving force behind supervision and team coordination for remote managers, new difficulties have been identified. The importance of cybersecurity which handles data belonging to the organisation and public can be obtained illegally if not safeguarded correctly. This could leave company’s vulnerable to irreputable damage through the means of identity theft, financial manipulation and stolen private information. 
Data protection is incredibly important in my role as it safeguards the privacy and protection of vulnerable people and their families.
(Kowalski & Ślebarska, 2022) also suggest that employers are facing challenges coordinating teams and having effective communication.
Whilst communicating digitally can seem convenient, it also requires the need to schedule appointments. This raise issues around time restraints, changes to which can cause delays which might not be mutually convenient therefore will have to be postponed. In these instances, it is easy to interpret how potential issues can go unreported and cause a domino effect of which can harm team coordination and productivity. Having physical interactions in the conventional sense is more practical in relation to voicing any concerns before they escalate. Mentioning something casually in conversation has less of a formal feeling, making it more attractive and likely to occur.
Within my organisation it is extremely important to raise any concerns immediately, mostly through the medium of written text. However, I am far more likely to mention something that I am unsure of or question something in conversation before it is an issue, preventing problems before they arise.
Following these pros and cons let us next examine ways in which to mediate. 
[bookmark: _Toc1648599770]3.3 Recommendations for Managers
Data findings suggest some practical suggestions for managers working remotely involving team cohesion, adequate training and potential use of a hybrid work scheme. 
Research by (Ferreira et al., 2021) suggests implementing practices to promote team cohesion.
Communication is vital to team coordination. Regular check ins including team meetings and one to one allow both staff and managers alike to stay in the loop. Team building exercises can be executed digitally to assist in fostering social connection where time is granted to focus solely on team bonding. This can help instil employees with the mindset they are ‘in it together’ and have more of a sense of being accountable for collective effort. 
I have certainly benefitted from team bonding exercises in previous employment. Having time to get to know each other outside of the work benefitted the way in which we supported each other on shift which reflected in the level of care we were able to provide. 
(Kowalski & Ślebarska, 2022) indicates that specialized training surrounding digital literacy can help managers in remote settings.
Understanding how to utilise IT platforms is essential to managing remotely. With new applications and extended features, it can be easy to lack the knowledge needed for efficient working. Using specially adapted tools such as AI, tasks that used to take hours can be completed in mere minutes thus saving both time and resources when put into practice. Training can provide managers with the relevant skills.
In my role as a care practitioner, the advancement of technology has allowed information regarding service users to be recorded online. This has allowed the industry to retain sensitive information more securely.
Research by (Kowalski & Ślebarska, 2022) also highlights the benefits of hybrid working, combining remote work and occasional days in the office.
With the option to rotate departments, companies can obtain a large workforce without having the need to acquire such a big office to allocate the space. Occasional days in the office help employees to check in whilst retaining the advantages of remote working.
I can resonate with this as having the benefit of having first hand contact with colleagues in my workplace is beneficial for team strengthening purposes but also having the option to complete paperwork in my own company, away from distractions allows me to have an improved focus (Kowalski & Ślebarska, 2022).
Having examined the perspectives of the manager, this report will now analyse research based on the perception of organisations.


[bookmark: _Toc1518286863]4. The Company

[bookmark: _Toc938124142]4.1 Advantages for Companies
With remote management on the rise, it is not a surprise that it has some clear advantages for organisations. Some of which include an increase in profit margin, happier workforce and increased performance.
  (Ferreira et al., 2021) Conducted both qualitative and quantitative research by means of a systematic literature review and individual interviews. Findings suggest that reductions in cost were significant when remote management is implemented.
Without the need to rent offices, provide energy and other facilities, organisations are seeing a massive rise in profit. These savings can then be invested back into the company and its workforce and enhance overall job satisfaction for all involved. 
This is true in my organisation as the care we provide is conducted in service user’s own homes, the company saves on building and running costs. 
 (Maity & Lee, 2025) state that remote management has been shown to enhance employee engagement and reduce absences.
Without the need to commute, relying on public transport or one's own vehicle, remote management eradicates the possibility of issues associated with their reliability to attend work. If staff are happy, using the flexibility and autonomy remote management has to offer it can clearly correlate to their work output. As a result of this, far less absences were noted meaning staff were present to complete what was required of them.
Being within such a short distance to my workplace, I can relate to the benefit of not having to rely on commuting and appreciate the positive impact that has on my level of job satisfaction.
Research by (Pokojski et al., 2022) suggests that remote management can be beneficial when keeping track of company performance. 
Combining the increase in profit and the overall boost in staff engagement and job satisfaction can be a recipe to succeed in the eyes of organisations. Digital tools make it simple to monitor progress and therefore adapt as required which in turn assists companies in having control of targets. 
This reflects the ability my company possesses to monitor its employees when completing online training and paperwork.
However, there are some areas in which companies are not reaping the benefits. Which we will now examine.

[bookmark: _Toc161441374]4.2 Disadvantages for Companies
Companies in remote management raised issues with identifying staff limitations, predicting outcomes and team coercion.
 (Jirjahn & Rienzo, 2025) argue that having less physical visibility gives less control over employees.
While managers utilise digital tools for monitoring the completion of work tasks this does not give any insight into individual behaviour. Having less contact can present challenges in foreseeing any issues staff may be having which could potentially escalate and cause dire ramifications for the organisation further down the line.
I can relate to this as I have had similar experiences in my workplace, having a considerable amount of contact within our organisation via calls and texts, it is hard to ascertain an accurate depiction of individuals behaviour without seeing them yourself. One person's perception of a service users' behaviour and demeanour can differ greatly from another’s with the added difficulty or articulating this perception correctly. 
Research by (Eyiolawi & Aremu, 2026) indicates that while flexibility can be beneficial to some, it can cause organisations issues in terms of organising and predicting outcomes.
Whilst giving staff autonomy over scheduling can be beneficial in some ways it can also create challenges for company's regarding predicting outcomes. This means that it can be difficult to project profit margins and adjust accordingly.
Within my organisation, having notice of staff attendance is imperative to being able to contract rotas for the care of a client. This would need to be completed in advance and require the coordination of all staff and the client to achieve. I have witnessed how changes to these arrangements can cause drastic consequences and cause complete failings in care provided. 
Team coercion can also be negatively impacted through working remotely says (Wheatley et al., 2023)
Teams working remotely can often feel a sense of disconnect due to the lack of physical interactions. This not only leads to a feeling of isolation but can also impact of team dynamics and the feeling that employees are accountable for their colleagues. Simultaneously, Incentive can also be lessened when individual performance is not noticed as much as team outcomes. 
This resonates with me as I have experienced how having a lack of personal feedback can negatively impact on incentive. Feeling as though my employment was considered means to acquire company profit and not regarded as an individual ultimately led to my resignation from the organisation.  This corroborates findings by (Wheatley et al.,2023)
Bearing these points in mind. Let us now investigate possible strategies to improve.

[bookmark: _Toc635428475]4.3 Recommendations for the company 
Based on collective evidence, some key recommendations for managers would include providing specialized training, adopting a hybrid working practice and ensuring fair monitoring of its employees.  
Staying relative and ahead of the curve technologically is imperative when running a business that depends on its IT software. Providing frequent training to all employees allows a smooth operation. This allows an organisation to save on time and ultimately resources, upon which a company thrives.
This is especially true in my role, as progressions in digital usage have changed the way in which we record information. These platforms have not only allowed for the security of sensitive data but also provided an elevation in the ability to provide adequate care.
 (Maity & Lee, 2025) suggest that pairing both remote working and office days is mutually 
beneficial for employees and the organisations
Having a hybrid working system has proven to be most effective to promote a healthy team dynamic. Providing staff and managers to integrate the benefits of flexibility with the fulfilment of social interactions and team bonding. Having days in the office to ‘touch base’ with employees and employers alike allows employees to be fully aware and understanding of what is expected of them. While also allowing employers to be aware of staff competency and wellbeing. This means that all parties can collaborate effectively.
Within my organisation it is essential to conduct regular meetings for all agencies involved in the provision of caring for an individual. This allows information sharing required to provide effective care that is person centred for the service user in question.
Ensuring effective and fair monitoring for all employees establishes trust within an organisation (Wheatley et al., 2023)
Progress monitoring is essential within a remote management run company. However, how it is interpreted can vary widely. With some adopting a micro-management approach, it can seem to some like an invasion of privacy which will inevitably increase anxiety. Having policies that favour outcomes and results over time spent, benefits both employers and employees. This establishes a mutual respect that is reflected in job satisfaction and company success.
Trust is essential for effective practice in my role as it is the basis of a mutually beneficial working relationship and the foundation for superior level of care and support. 
Having analysed all accounts of working remotely, this assignment will finally offer a conclusion based on this evidence.

[bookmark: _Toc1234688402]5. Conclusion

This report examined the effectiveness of remote management through the perspective of the employee, the manager and the organisation. The discussion pinpointed key advantages and disadvantages for all and ways in which improvements can be made. Employees prominently benefitted from the flexibility and autonomy, financial savings and an enhanced job satisfaction. 
Similarly, managers enjoyed the flexibility, increased productivity and a reduction in overhead costs. In addition, companies noted the gain in profit margin, having a happier workforce and increased performance. 
However, some drawbacks identified for the employee observed an increased workload, social isolation and an impact on health. Managers struggled with building working relationships, Issues with technology and team coordination. Finally, companies reported faults with identifying staff limitations, predicting outcomes and team coercion.
Overall, remote management can be seen as an asset if used effectively. With the advancement of AI and technology it seems the natural progression for most organisations and their workforce. 
However, staff and organising will need to prioritise wellbeing practices and keep in regular contact to achieve optimum results. 

[bookmark: _Toc1050451307]6. Reflection using a recognised reflection model
 Reflection is the practice of taking an experience, an event that happened, examining exactly what happened and why it happened. Using this knowledge to identify key issues and conceptualising what you might have done differently to achieve a better outcome next time. This practice is important to help us avoid making the same mistakes and getting undesired results.  
See appendix A
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[bookmark: _Toc106893508]Appendix A: Reflective Model

I am using a Kolb reflective model, seen below, to illustrate this. David Kolb is an educational theorist and psychologist who came up with the model. It is designed as a 
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Figure 1. Kolb (1984) Reflective Model

From the above diagram it can be seen the model has four components that help to categorise each step. It can be used repeatedly in efforts to refine a practice or theory and produce the most effective outcome based on experience. 
 Concrete experience is the actual experience you want to analyse to improve next time. While researching evidence on working remotely I found that I couldn’t find adequate references. I noticed that the results I got were not very informative and did not give me a good base to then write my report on. At the time I believed I was using the research sites as I was shown and could not understand how I was not drawing the same results as I was shown during class.
 Reflective observation is looking at what happened because of the concrete experience. 
I felt overwhelmed and frustrated with my lack of computer skills. I was surprised that I hadn’t retained the knowledge gained in the lesson, given how simple I perceived it as at the time. This challenged my belief that it was easy, as I had initially concluded after the lesson. In hindsight I realised that I must practice these techniques in company in to provide support if needed or ask for help sooner. 
Abstract conceptualisation is the practice of examining the outcome of what happened and why it might have happened. This happened because of my lack of knowledge and understanding with research sites and my unfamiliarity with using a computer. This had a profound effect on my ability to collect useful data and directly impacted on the quality of my evidence. With the use of (Rahmi, 2024) research which says that I can use experience to gain more understanding of an event and adapt my actions to achieve a more desired outcome next time.
 Active Experimentation is putting what you’ve reflected on and learnt into practice to achieve a superior result. After reflection I will make sure I do things first-hand rather than watching others. I will be aware of my limitations and ensure I ask enough questions when in company of those who can support me. I will test out what I have learnt sooner to ensure what I have learnt is cemented and not forgotten. Finally, I will ensure I ask for help as soon as I begin to struggle. The purpose of this implementation will be to make things easier in future learning. 
 Having done the reflection I realised that reflection could help to identify a cause or area in which a situation can be improved. Having learnt this practice, it is something I will implement in future to avoid making the same mistakes. Each mistake is an opportunity to learn and grow and not something to shy away from or be ashamed of.
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