[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership and Management in the Workplace
Module Assignment Submission 

	Student Name:
	Abigail Williams McCann

	Student Number:
	2430838

	Module No:
	BMSK4015

	Module Title:
	Academic and Research skills


Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources, it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.


Table of Contents
Introduction	3
The impact of remote work on mental health	3
Recognition, Prevention, and Reaction methods surrounding mental health in the workplace	3
Preventative Methods
Reactive Methods	4
A Remote Manager's Toolbox 	4
Encouraging social connections
Reflection on learning and application of remote management concepts
Practical application of these concepts in the workplace 	4
Conclusion	4
References	5
Appendix A – if required	6





[bookmark: _gjdgxs]Introduction

Remote management is a topic that has become prevalent in recent years due to the increase in technology available to assist workers in completing their tasks, Employee’s of many companies now rely on Zoom and teams to connect with others in the workplace as opposed to face-to-face conversations within the office, they check into work as soon as the online light turns green and often clock out hours later than they would in an office, there is no home time or end of the day. Work for many remote workers simply ends when the tasks end. Many companies have recognized this shift and used it to their advantage. It can bring down the costs of running premises and offer better choices for professionals; companies do not necessarily have to look within the local region for highly qualified and experienced workers. They can look further afield and perhaps even worldwide for talented professionals. As for the employees, it can offer greater flexibility, and the responsibility of when and where to work can lead to better work decisions, everyone has different responsibilities outside of work, and giving the employees that freedom can often lead to getting the best out of them and securing a better work/life balance. The pros and cons of remote working are wildly variable depending on the company, Geographical location, and profession. I asked a panel of managers I am connected to via LinkedIn what they thought about the struggles, and the most voted-for option was mental health challenges. 
[image: ]
[bookmark: _30j0zll]The impact of remote work on mental health 

One of the largest contributing factors to the rise of remote working is COVID-19, research suggests that coupled with the loss of earnings many people faced and the increase in time spent behind closed doors, this had a direct impact on mental health and, very worryingly, intimate partner violence. (Béland et al., 2020). For those who remained at work, other unique challenges arose, such as remote working, creating a feeling of isolation for the worker. Predominantly remote workers can often really miss out on the human aspects of working from an office, rather than a quick coffee with a colleague on lunch to discuss any feelings and emotions they are experiencing throughout the workday they may be overwhelmed by household chores, and other distractions, which do not promote the emotional wellbeing of the community setting and familiar faces often relied upon by colleagues to help them reset. (Béland et al., 2020)  Many experts have agreed that social interactions at the workplace have a large role to play in the health and well-being of employees. 
Traditionally, in an office, if employees needed additional training in PC literacy or how to use new technology, they would have someone to show them. With remote working becoming so prevalent in the wake of COVID, this was no longer an option for many, and online training became the preferred method. (Bellou & Chatzinikou, 2015)
On the other hand, one of the key positive factors of remote work for employees is the increased autonomy and flexible working hours. With this in mind, an employee will be able to balance their work and home responsibilities more effectively, which is crucial when an organization is looking to reduce employee burnout.  (Bellou & Chatzinikou, 2015) 
Remote workers deployed a number of coping strategies to deal with the increased stress, some of them being widely accepted as positive such as an increase in time spent socializing outside of work hours and others were very harmful and disruptive to both the mental well-being of the employees and their performance in work such as drug and alcohol abuse. (Smallwood et al., 2021)

[bookmark: _o7rddymtzr7d]Recognition, Prevention, and Reaction methods surrounding mental health in the workplace

There is often a misconception that employee’s mental health is theirs alone to shoulder the burden and they should take responsibility to ensure they are fit and able to work, What many people within the professional industry fail to recognize is that both the employer and employee need to prioritize this in order to create a healthy working environment for both parties. Several strategies can be implemented in order to recognize the signs of declining mental health in the workplace. (Hill, 2024) suggests that key indicators of mental health issues can manifest in various ways, including exhibiting behaviors that would be new or unusual for the employee in question. A manager may notice that the worker is excessively sensitive, meaning either tearful or aggressive behaviors in situations that would not usually trigger such an emotional response. Other common signs to look out for include missing work and withdrawal. (Dimoff & Kelloway, 2018) Sudden shifts in mood can be a good key indicator for management to recognise the signs of workplace stress and address those quickly to prevent further harm to the employee and to protect the best interests of the business and other employees within it. 

[bookmark: _1fob9te]Preventative Methods

As a general rule in the majority of workplaces, whether in an office or working from home, three main mental health issues arise: Depression, Anxiety, and fatigue. These issues can be addressed with preventative measures such as a Mental Health Action Check List: MHACL or a framework implemented in the workplace to protect the most at-risk workers from developing one of the above conditions due to work pressures. (Yoshikawa et al., 2007) There are certain legal constraints that employers have to follow. Employers have a Duty of care towards all employees and must acknowledge the laws such as the (1974)  Health and Safety Act and the (2010) Equality Act. With this in mind, Hill, 2024) and (Martin & Rawson, 2022) agree that establishing a clear mental health policy is one of the most crucial steps. A good organisation will show its commitment to mental health concerns. It was noted by (R. Kevin Chapman, 2023) that another method proven to be very effective at addressing mental health concerns was encouraging an open dialogue within the office, regular check-ins and casual conversations from an attentive manager are shown to be an effective preventative method and helpful when an early intervention method is deployed by management staff. (Sonnentag & Fritz, 2007) have strongly suggested that workloads and responsibilities have a large role to play in workplace happiness. It is important that workloads are reviewed by management staff regularly, as there is a clear correlation between overloading staff and burnout. We can see  (Peterson, 2018) that job demands are one of the leading factors that contribute to the stress of employees. The metrics used to measure how stressful one task is are the mental, Physical, and emotional challenges presented by completing the task in addition to the time allocated to complete it. Using these metrics, a manager can successfully evaluate a task and assign it to an employee with a reasonable time allocation, and with good knowledge of the mental state of the employee, be able to gauge if such tasks would be achievable by the staff member, with no negative impact on their mental health. 

Workplace Health Prevention (WHP) is an extremely effective strategy to implement as the first port of call for any manager. (Sivris & Leka, 2015) With its key components, including Risk assessments to assess the psychosocial effects of the tasks assigned to staff members, this can include screen time limits and regular breaks to prevent the feeling workers from feeling unable to switch off. A good manager will look to promote online health education and training by providing access to webinars and online courses, and ensure to have regular one to ones to discuss any concerns the employee may be experiencing and monitor progress. Another key component of WHP is educating the staff on how to create a healthy virtual workspace, taking into consideration Ergonomic workspaces to reduce physical strain and ensure the employees can work comfortably. (Samuelle St-Onge & Black, 2021). In addition to the above points, a remote manager can encourage a work-life balance for all employees, promoting a flexible working schedule and ensuring employees utilize time off and take regular breaks. (Dimoff & Kelloway, 2018)
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Reactive steps taken upon the discovery of mental health issues can include Individual counseling, where the management team offers free access to mental health professionals who can address these concerns of employees and offer them practical solutions, coping mechanisms, and guide them towards self-care and mindfulness practices so the employee in question can take responsibility of their health and work towards finding a resolution to any past or ongoing issues that may effect their abilities in the work environment. (Joyce et al., 2015) and (the International Association Of Applied Psychology, 2000) agree that another reactive step proven to be effective is Employee Assistance Programs (EAPS), In short, an EAP is designed to improve the well-being of employees and benefit the organisation by proactively addressing any personal issues and productivity issues or job performance issues faced by the employee. This can include weekly meetings with management to monitor the situation, or workshops providing psycho-education to the employee to ensure the individual has information regarding their own mental health conditions and give them the confidence and knowledge to improve their overall well-being. (Joseph et al., 2018)
[bookmark: _3dy6vkm]A remote manager toolbox for addressing mental health

Creating a remote manager's toolbox is essential for effectively managing teams in a remote work environment, especially considering the unique challenges that arise from isolation and stress. 
1. Mental Health Awareness: Managers should be equipped with knowledge about mental health issues that can arise in remote settings. Understanding how to recognize signs of struggle among employees is crucial. Dimoff and Kelloway (2018) developed a behavioral mental health checklist that can help managers identify employees who may be experiencing mental health challenges. This checklist can serve as a practical tool for early intervention.
2. Supportive Communication: Establishing open lines of communication is vital. Bryan et al. (2018) emphasize the importance of managers responding effectively to mental health issues among staff. Training managers to engage in supportive conversations can help employees feel valued and understood, fostering an environment where they are comfortable discussing their challenges.
3. Employee Burnout Prevention: Recognizing the signs of burnout, especially during organizational changes, is essential. Bellou and Chatzinikou (2015) highlight strategies for preventing employee burnout during episodic changes. Managers should implement regular check-ins and promote work-life balance to mitigate stress and burnout in their teams.
4. Resources for Domestic Violence Awareness: Given the increased risk of domestic violence during remote work, as noted by Béland et al. (2020), it is important for managers to be aware of the resources available for employees who may be affected. Providing information on support services and creating a safe space for discussions can help employees feel supported.
5. Training on Mental Health Issues: Corbière et al. (2020) discuss the importance of training managers to understand mental health issues in the workplace. This training can equip managers with the skills needed to support their teams effectively and recognize when professional help may be necessary.
6. Flexible Work Arrangements: Promoting flexibility in work schedules can alleviate stress for employees. Allowing for adjustable hours can help employees manage their personal responsibilities alongside work tasks, which is especially important in a remote setting.
7. Peer Support Networks: Encouraging the formation of peer support groups can provide employees with additional emotional support. These networks allow employees to share experiences and coping strategies, fostering a sense of community even in a remote environment.
By integrating these components into a remote manager's toolbox, organizations can better support their employees, promote mental well-being, and enhance overall productivity in a remote work setting. This approach not only addresses immediate concerns but also fosters a healthier workplace culture in the long term.
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Bryan et al. (2018) highlight that effective communication and supportive interactions can significantly impact employees' mental health and overall job satisfaction. Creating opportunities for team members to connect socially, whether through virtual coffee breaks or team-building activities, can help foster a sense of belonging. In addition to this Corbière et al. (2020) point out that training managers to recognize the value of social connections can lead to improved team dynamics and employee well-being. When managers actively promote social interactions, it not only helps in reducing feelings of isolation but also builds a stronger team culture. Similarly, Béland et al. (2020), reinforce the notion that social connections are vital for emotional support. These networks allow employees to share their experiences and provide mutual encouragement, which can be particularly beneficial in a remote setting. It would appear that the general consensus among professionals is clear: fostering social connections among team members is critical for enhancing mental health, reducing stress, and creating a positive work environment in remote teams. 

Reflection on learning and application of remote management concepts
During the process of researching and writing this assignment, I discovered that remote working has a whole range of impacts on the mental health of remote employees. I learned how remote managers have a huge impact on how employees deal with the challenges that arise and how important it is for remote managers to utilise strategies like Employee Assistance Programs (EAP)  and Workplace Health Promotion (WHP). Drawing on my own experiences with remote working and having very attentive managers myself, I felt confident in my knowledge surrounding mental health in the workplace, but since reading deeper into this topic and the academic sources written on it, I noticed how complex some of the issues were. I had not considered some of the psychological and legal issues. However, this only made me more curious, and one strength of my work was the depth of research into mental health frameworks and how to implement relevant theories and laws (e.g, Health and Safety Act 1974). This assignment helped me recognise that early signs of stress, such as mood swings and employees withdrawing, are absolutely essential to pay attention to and highlighted the need for remote managers to act proactively and how this is critical for the protection of both the employees and the company. Ideas such as flexible work policies and peer support networks can prevent burnout and foster a more supportive working environment.

Practical application of these concepts in the workplace 
While I was working remotely for ISMG, A global cybersecurity company with offices in New York and London, I didn't meet my team members face to face, but I definitely felt their presence in my day-to-day work. Surprisingly, more so the American team. My manager, who was based in New York, would call me each morning on his way into the office to check on my well-being and progress. He was consistent with this, and it never felt like it was too much work; it felt routine, and it had a positive impact on how supported I felt at the company. His way of managing a team directly reflected how important supportive communication is from a remote management perspective, as outlined by Bryan et al. (2018), which puts emphasis on regular and empathic communication from managers having a direct impact on employees' mental wellbeing. In addition to this, I was paired with another employee with more experience than myself who was always available to answer questions and provide support. This approach ensured I had a peer support network, which helped to ensure I didn't feel isolated while working remotely, something that Corbiere et al (2020) claim to be essential for remote working employees. 

Since leaving this role and starting my own business as a Sole trader running a laser teeth whitening practice, I do not have a manager or a team, so to speak of but I still apply these principles to myself. I do regular check-ins like journaling and reflecting on my workload. It is noted by Hill (2024) that the value of self-awareness and proactive behaviours in maintaining mental well-being in the workplace.

[bookmark: _4d34og8]Conclusion: Commitment to mental health in the remote working environment 

In conclusion, integrating Employee Assistance Programs (EAP) and Workplace Health Promotion (WHP) to address mental health in a remote management setting is a proactive approach that can significantly enhance employee well-being and organizational productivity. As remote work becomes increasingly common, employees face unique challenges that can impact their mental health, such as feelings of isolation, difficulty in separating work from personal life, and increased stress levels. By implementing EAP and WHP initiatives, organizations can create a supportive environment that addresses these challenges effectively. EAPs are designed to provide confidential support services to employees dealing with personal or work-related issues. These programs typically offer access to professional counseling, mental health resources, and guidance on various topics, including stress management, work-life balance, and coping strategies. For remote employees, having access to these resources is critical, as they may lack the social support systems that are often available in traditional office settings. EAPs help employees navigate their challenges by providing them with the tools and support they need to maintain their mental health, ultimately leading to increased job satisfaction and productivity. WHP initiatives focus on promoting overall health and well-being within the workplace. This can include a wide range of activities, such as wellness challenges, virtual fitness classes, mental health workshops, and educational resources on healthy lifestyle choices. WHP programs can foster a culture of wellness, encouraging employees to prioritize their mental and physical health. By offering these initiatives, organizations demonstrate their commitment to employee well-being, which can lead to increased engagement and morale.
The use of both EAP and WHP in conjunction creates a comprehensive and holistic approach to mental health support. For instance, WHP initiatives can raise awareness about the importance of mental health and reduce the stigma associated with seeking help. This encourages employees to utilise EAP services when they need support. Additionally, organizations can tailor their WHP programs to address the specific needs of remote employees, such as providing resources for managing remote work stress or facilitating virtual peer support groups. It is important to note that the implementation of EAP and WHP programs can lead to numerous benefits for organizations. Research has shown that companies that prioritize mental health see reductions in absenteeism, lower healthcare costs, and improved employee retention rates. When workers feel supported in their mental health journey, they are more likely to remain engaged and productive in their roles. This not only benefits the individual employees but also contributes to the overall success of the organization. A commitment to addressing mental health through integrating EAP and WHP in a remote management setting is essential for fostering a healthy and productive workforce. By providing confidential support services and promoting a culture of wellness, organizations can help employees navigate the challenges of remote work while prioritizing their mental well-being. This holistic approach enhances employee satisfaction and improves organizational performance, creating a win-win situation for both employees and employers. As remote work evolves, prioritizing mental health through these programs will be crucial for sustaining a resilient and engaged workforce.
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