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Introduction
The global outbreak of COVID-19 in early 2020 marked an unprecedented disruption to organizational structures and management practices worldwide. As governments imposed lockdowns and social distancing measures, businesses were compelled to transition rapidly from traditional office‑based operations to remote working environments, which required new forms of leadership, communication and digital collaboration to maintain performance and continuity(Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021).) Managing remotely during the pandemic required the adoption of digital technologies, the development of new leadership approaches, and a heightened emphasis on employee well-being.
Remote management during COVID-19 was not merely a logistical adjustment but a strategic transformation. Managers had to navigate issues such as maintaining team cohesion, ensuring effective communication across virtual platforms, and addressing the blurred boundaries between work and personal life.( De Vincenzi, C., Pansini, M., Ferrara, B., Buonomo, I., & Benevene, P. (2022).  ) Additionally, disparities in access to technology and varying home environments created unequal working conditions, further complicating management practices. At the same time, organizations discovered benefits such as increased flexibility, reduced operational costs, and the potential for a more diverse and geographically dispersed workforce. Makkar, M., & Rani, N. (2024)
This research explores the evolution of remote management during the COVID-19 pandemic, examining the strategies adopted by organizations, the challenges encountered by managers, and the long-term implications for the future of work. By analyzing these factors, the study aims to provide insight into how remote leadership can be optimized in a post-pandemic world.
Employee Perspective: Pros, Cons, Recommendations, and Workplace Examples.
From an employee perspective, remote working during the COVID-19 pandemic introduced a significant shift in daily work routines, offering both advantages and challenges.
Pros:
One of the main benefits for employees was increased flexibility. Remote work allowed individuals to better manage their schedules, reduce commuting time, and achieve improved work–life balance. Many employees reported higher productivity due to fewer workplace distractions and the ability to create personalized work environments. Additionally, remote work opened opportunities for individuals who may have previously faced barriers to traditional office work, such as those with caregiving responsibilities or mobility limitations. Additionally, remote work opened opportunities for individuals who may have previously faced barriers to traditional office work, such as those with caregiving responsibilities or mobility limitations (Shirmohammadi et al., 2022).
Cons:
Despite these benefits, remote work also presented several drawbacks. A major challenge was social isolation, as employees missed face-to-face interaction with colleagues, which can impact morale and mental well-being. Communication barriers often arose due to reliance on digital platforms, sometimes leading to misunderstandings or delays. Furthermore, the blurring of boundaries between work and personal life made it difficult for some employees to disconnect, increasing the risk of burnout. Not all employees had access to suitable workspaces or reliable technology, creating inequalities in performance and experience.
Recommendations:
To improve the remote working experience, organizations should prioritize clear and consistent communication, ensuring employees feel informed and connected. Providing access to the necessary technology and ergonomic support is essential to create a productive home working environment. Employers should also encourage regular breaks and set clear expectations around working hours to prevent burnout. Supporting employee well-being through virtual social interactions, mental health resources, Choudhury, P., Foroughi, C., & Larson, B. (2021) and regular check-ins can help maintain engagement and morale.
Workplace Examples:
For example, many organizations implemented daily or weekly virtual team meetings to maintain communication and alignment. Some companies introduced flexible working hours, allowing employees to adapt their schedules around personal responsibilities, such as childcare. Others provided financial support or equipment (e.g., laptops, office chairs) to improve home working conditions. Additionally, virtual team-building activities, such as online quizzes or informal catch-ups, were used to foster a sense of community among remote workers.
Overall, while remote work during COVID-19 offered employees greater autonomy and flexibility, it also required careful management to address challenges related to communication, well-being, and work–life balance.
Manager Perspective: Pros, Cons, Recommendations, and Workplace Examples
From a managerial perspective, the shift to remote working during the COVID-19 pandemic required rapid adaptation to new ways of leading teams and maintaining organizational performance.
Pros:
Remote management provided managers with opportunities to adopt more flexible and outcome-based approaches to performance. Instead of focusing on physical supervision, managers were encouraged to measure productivity through results and deliverables. This shift often led to increased trust between managers and employees, empowering staff to take greater ownership of their work. Additionally, remote working enabled access to a wider talent pool, as geographical barriers became less significant, allowing managers to build more diverse teams.
Cons:
However, managing remotely also introduced several challenges. One of the primary difficulties was maintaining effective communication and team cohesion without face-to-face interaction. Managers often found it harder to monitor employee performance and engagement, particularly when relying solely on digital tools. There was also an increased risk of miscommunication, reduced collaboration, and feelings of disconnection within teams. Furthermore, supporting employee well-being became more complex, as managers had limited visibility into employees’ personal circumstances and mental health.
Recommendations:
To address these challenges, managers should adopt clear communication strategies, including regular check-ins, team meetings, and the use of collaborative digital platforms. Setting clear expectations and goals is essential to ensure accountability and alignment across remote teams. Managers should also focus on building trust by avoiding micromanagement and instead promoting autonomy. Providing ongoing support for employee well-being, such as encouraging work–life balance and offering flexibility contributes to morale and productivity Dmitriy Schwarzburg. (2025, August 19).  Additionally, investing in leadership training for remote management can help managers develop the necessary skills to lead effectively in virtual environments (Woods, J. C. (2025, August 19)
Workplace Examples:
For instance, many managers introduced daily stand-up meetings or weekly one-to-one sessions to maintain regular communication and monitor progress. Some organizations used project management tools to track tasks and deadlines, ensuring transparency and accountability. Managers also implemented virtual “open-door” policies, allowing employees to reach out easily for support. In other cases, leaders organized online workshops and training sessions to enhance team collaboration and maintain professional development. These practical approaches helped managers navigate the complexities of remote leadership during the pandemic.
In summary, while remote management during COVID-19 offered managers opportunities to foster trust and flexibility, it also required new strategies to overcome challenges related to communication, performance monitoring, and employee well-being.
Organisational Perspective: Pros, Cons, Recommendations, and Workplace Examples
From an organisational perspective, the shift to remote working during the COVID-19 pandemic represented a large-scale transformation in how businesses operate, communicate, and deliver value.
Pros:
One of the key advantages for organisations was cost reduction. With fewer employees in physical offices, companies were able to save on expenses such as rent, utilities, and office maintenance. Remote working also increased organisational flexibility, enabling businesses to continue operations despite lockdowns and restrictions. Additionally, organisations gained access to a broader and more diverse talent pool, as hiring was no longer limited by geographic location and remote work enabled companies to source candidates globally. Hall, I. (2023, April 28). In many cases, businesses also observed sustained or even improved productivity levels, particularly in roles well-suited to remote environments.
Cons:
Despite these benefits, organisations faced several challenges. Maintaining organisational culture became more difficult without in-person interaction, potentially weakening employee engagement and shared values. Communication across departments could become fragmented, leading to inefficiencies and misunderstandings. There were also concerns around data security and confidentiality, as employees accessed company systems from various remote locations and networks. Furthermore, not all roles or industries were equally adaptable to remote work, creating disparities within the workforce and operational limitations.
Recommendations:
To effectively manage remote work, organisations should invest in reliable digital infrastructure and cybersecurity measures to protect sensitive information. Establishing clear communication channels and promoting a strong virtual culture are essential to maintain alignment and engagement. Organisations should also develop formal remote work policies that outline expectations, responsibilities, and support systems for employees. Encouraging flexibility while ensuring accountability can help sustain productivity and employee satisfaction Brynjolfsson, E., Horton, J. J., Ozimek, A., Rock, D., Sharma, G., & TuYe, H.-Y. (2020, June 1).  Additionally, organisations should provide training for both managers and employees to adapt to remote working practices and technologies.
Workplace Examples:
Many organisations adopted cloud‑based collaboration tools like Slack, Microsoft Teams, and Zoom to enable seamless communication and document sharing across distributed teams in hybrid and remote work contexts, which helped maintain workflow continuity during COVID‑19 (Castro, 2022; Momani, 2024). Others introduced virtual onboarding programs to integrate new employees effectively into the organisation. In terms of security, businesses implemented multi-factor authentication and secure VPN access to protect company data. Furthermore, organisations often hosted virtual company-wide meetings or events to reinforce culture and maintain a sense of unity among employees.
Overall, while remote working during COVID-19 offered organisations increased flexibility and cost savings, it also required strategic planning and investment to address challenges related to culture, communication, and security.
“Remote Working and Work Effectiveness: A Leader Perspective” — Grzegorz Kowalski & Katarzyna Ślebarska, published International Journal of Environmental Research and Public Health (2022) 

 CRAAP Test
1. Currency — Is the information current?
· Published in November 2022, which is recent relative to the COVID‑19 pandemic period.
 Reflects leaders’ experiences after the initial waves of remote transition.
Assessment: Relevant to understanding remote management during COVID. 

2. Relevance — Does it address your topic?
· Focuses specifically on remote working effectiveness from a managerial perspective — a core aspect of “managing remotely during COVID.”
 Analyzes benefits, limitations, and managerial perceptions.
Assessment: Very relevant for remote leadership and team effectiveness discussions. 

3. Authority — Who wrote it?
· Published by peer‑reviewed academic journal International Journal of Environmental Research and Public Health.
 Authors affiliated with academic institutions and publicly indexed on PubMed, a trusted research database.
Assessment: High authority. This is not an opinion blog or promotional content. 

4. Accuracy — Is it supported by evidence?
· Based on primary data collected from managers (quantitative study).
 Uses statistical analysis and describes predictors of remote work effectiveness like communication limits and technical challenges.
 Includes methodology and clearly defines sample and variables.
Assessment: Highly accurate and evidence‑based. 

5. Purpose — Why was this published?
· Written for academic/scientific purposes — to report research findings, not to sell or persuade a particular commercial agenda.
 The tone is informational and analytical, aimed at contributing to organizational and management science.
Assessment: Unbiased and scholarly. 

📊 Overall Evaluation (CRAAP Summary)
	CRAAP Factor
	Rating
	Notes

	Currency
	✅ Recent
	Relevant to COVID era

	Relevance
	✅ Highly relevant
	Focuses on management of remote teams

	Authority
	✅ Peer‑reviewed
	Academic credentials and journal

	Accuracy
	✅ Evidence‑based
	Methodology and data analysis

	Purpose
	✅ Scholarly
	Not commercial or opinion
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Managing Remotely During COVID – Example Pie Chart
Sample Pie Chart Breakdown
Imagine a manager surveyed their team about the main challenges of remote work during COVID. The results might look like this:
	Challenge
	Percentage

	Communication Issues
	30%

	Work-Life Balance
	25%

	Technology/IT Problems
	20%

	Productivity & Motivation
	15%

	Mental Health / Isolation
	10%





Conclusion
In conclusion, the shift to remote working during the COVID-19 pandemic significantly transformed how employees, managers, and organisations function. While employees benefited from greater flexibility and autonomy, they also faced challenges such as isolation, communication, issues and difficulties maintaining work–life balance. Managers had to quickly adapt by developing new leadership approaches focused on trust, communication, and performance outcomes rather than direct supervision. At the organisational level, remote working enabled continuity, cost savings, and access to a wider talent pool, but also introduced challenges related to maintaining culture, collaboration, and data security.
Overall, the success of remote working during this period depended on effective communication, the use of appropriate technologies, and a strong focus on employee well-being. The lessons learned have influenced long-term workplace practices, with many organisations now adopting hybrid working models. Moving forward, it is essential for organisations to build on these experiences to create more flexible, resilient, and inclusive working environments.
Personal Reflection
Reflecting on my own experience of remote working during the COVID-19 pandemic, I have developed a deeper understanding of my strengths, challenges, and areas for growth. Initially, adapting to a fully remote environment was difficult, as it required a significant shift in how I managed my time, communicated with others, and maintained focus without the structure of a physical workplace.
One of the key strengths I discovered was my ability to become more independent and self-disciplined. Without direct supervision, I learned to take responsibility for my tasks, prioritise my workload, and meet deadlines effectively. I also improved my digital communication skills, becoming more confident in using online platforms to collaborate and share ideas with others.
However, I also faced several challenges. Staying motivated for long periods and maintaining a clear boundary between work and personal life proved difficult at times. The lack of face-to-face interaction sometimes led to feelings of isolation, which impacted my overall engagement and well-being. Additionally, I realised that I needed to improve my time management skills to avoid distractions and maintain consistent productivity.
This experience has highlighted important areas for personal development. Moving forward, I aim to establish better routines, set clearer boundaries between work and personal time, and continue improving my communication skills. I also recognise the importance of taking regular breaks and prioritising my well-being to maintain a healthy balance.
Overall, remote working during the pandemic has been a valuable learning experience that has helped me grow both personally and professionally. It has encouraged me to become more adaptable, resilient, and proactive, skills that will be essential in future working environments.
Reflection on Managing Remotely – Kolb’s Cycle
1. Concrete Experience
In my research and personal experience with remote management, I have observed both the challenges and benefits of working apart from my manager and team. Tasks are often coordinated through digital platforms, meetings happen via video calls, and collaboration relies heavily on clear messaging and technology. I experienced periods of high autonomy, but also moments of uncertainty due to reduced face-to-face interaction.
2. Reflective Observation
Being managed remotely feels liberating yet demanding. While I enjoy flexibility and control over my own work schedule, I sometimes feel isolated or disconnected from the team. Miscommunication can occur more easily, and informal learning or spontaneous feedback is reduced. Observing other remote teams, I noticed that strong remote management depends on structured communication, clear expectations, and maintaining a sense of trust and engagement.
3. Abstract Conceptualization
From these observations, I’ve learned that effective remote management is not simply about assigning tasks—it requires:
· Trust and autonomy: Giving team members responsibility while providing support. 
· Clear communication: Regular updates, feedback, and using the right digital tools. 
· Engagement strategies: Recognizing achievements, maintaining social interaction, and building team culture. 
I conceptualize remote management as a balance between structure and flexibility, where processes guide productivity, but human connection drives motivation.
4. Active Experimentation
If I were to manage others remotely, I would:
· Schedule consistent video check-ins for both work progress and personal connection. 
· Use collaborative tools like Microsoft Teams, Slack, or Trello to provide visibility and coordination. 
· Establish clear goals, deadlines, and success metrics, while remaining adaptable to individual needs. 
· Promote team cohesion through virtual social activities, recognition of contributions, and feedback loops. 
By applying these approaches, I would aim to create a remote environment that is productive, supportive, and engaging for all team members.
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