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1. Introduction
Stick to the basic face-to-face management or make the move to remote management (RM)? (Wishart, 2025).  There has been a huge growth across multiple organisations who see the need for adaptions with how it operates, one of the most evident transformations within current organisations has been given the name remote working, and while the term itself isn’t new, around the year of 2019 it was estimated to be 1 in 10 worked remotely.  During a poll taken by uk science and technology uk division during 2021 shows that during the year 2020 and 2021 numbers doubled for staff working from home (see appendix A).  This number has steadily grown to 1 in 5 during 2022  (Parliamentary Office of Science and Technology, 2022).  With the rapid development of digital communication technologies, other global factors, combined with the global infrastructure overall growth has made this movement become popular (Kniffin et al., 2021; Wang et al., 2021).  Allen et al. (2015) define managing this type of employee as the process of leading, supporting and coordinating employees who are geographically separated from their peers and colleagues with remote working comes RM.  
This report aims to demonstrate RM through the implementation of academic research skills, using data towards literature that support RM and the evaluation of how organisations and managers can effectively lead teams in this remote way.  The discussion will integrate both primary and secondary sources, with application of the CRAAP test and the use of the adequate peel method.  In addition, examples of qualitative and quantitative data will be presented to illustrate how data collection and analysis, support this academic argument.  The report will put focus on analysing RM from three perspectives: the employee, the manager, and the organisation.  A report made by Parliamentary Office of Science and Technology (2022) on behalf of the uk government shows that RM stretches past just office-based roles and can also be linked to shift-based employment such as security services and in this report security services is used for reference for a workplace example.  Finally, the research process of using Kolb’s Experiential Learning Cycle (see appendix b) will provide recommendations while reflecting over the findings (Kolb, 1984). 

[bookmark: _Toc224737559][bookmark: _Toc225060946]3. Employee Perspective
Advantages of RM for employees can be seen as increased autonomy and broad flexibility, this is backed up by research taken and reported by Chartered Institute of Personnel and Development (2025) and Office for National Statistics (2023, 2024) have utilised quantitative results to show that since 2019 a huge growth from 12 % to a staggering 28% in remote working has accrued across the United Kingdom and with this employees during remote working hours have often experienced improved work-life synergy from commuting dilemmas to working hours.  Also, information gathered from Clarke (2025) supports commuting issues towards employees that will benefit from not traveling the distance to and from a work location, a rise in employees who have taken the choice of remote working  have seen a cost reduction.
Research undertaken by Bloom et al. (2015) suggests additional benefits has driven the climb in numbers across the UK, has improved flexibility for employees remote working can gain an increase in job satisfaction and offer a better work-life balance by reducing commuting time and enabling workers to better manage their schedules effectively, Bloom et al also state that offers from organisations of a 4-day week, no reduction in pay, employees taking this option started to rise.  For an example of a workplace perspective, during late-night patrols, a security officer may operate with minimal direct managerial presence but remain connected through radios, mobile communication, or incident-reporting systems.  This combined can increase confidence and responsibility, contributing to job satisfaction. This shows that RM can positively impact employee independence, satisfaction, and productivity.


[bookmark: _Toc224737560][bookmark: _Toc225060947]3.a. Disadvantages of Remote Management for Employees
Despite advantages, RM also has its challenges.  There is a limited window for the number of staff for remote working and not every employee can be granted this option (Chartered Institute of Personnel and Development, 2025).  This would suggest that RM cannot be applied equally, which can lead to idea of unfairness between employees.  Another key issues that stands out is, isolation and employees working remotely may feel untethered from colleagues and organisational culture, work–life bleeding can be seen as when remote workers find it difficult to switch off from work, leading to increased stress and potential burnout gives the feeling of an uncontracted availability to work (Parliamentary Office of Science and Technology, 2022; Wang et al., 2021).  However, Parliamentary Office of Science and Technology (2022) also reference the potential for social isolation among staff from the employee’s perspective.  The idea that reduced face-to-face interaction can weaken interpersonal relationships, this reinforces the notion of a decrease in the sense of belonging within the organisation. However, Waizenegger et al. (2020) respond with a similar outlook towards remote work that remote working can also experience reduced opportunities for informal learning and while networking peers must therefore actively facilitate a strong coalition through structured meetings, virtual team-building activities, and clear communication channels.  In a holiday park security role, working alone during night shifts staff can incur increased feelings of isolation, particularly when incidents happen without immediate team support.  Overall, this links back to RM by showing that with a brake down of structured communication, clear boundaries, and active support systems, the disadvantages can outbalance the benefits for employee wellbeing.
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Employee perspective recommendations  
•	To improve remote working experience for employees, organisations should start using structured and supportive approaches, that offer communication, wellbeing, and clarity front and foremost.  schedule Regular check-ins should be assigned, as they would help reduce any feelings of isolation and ensure employees feel connected to their team and peers. Putting things in place like one-to-one meetings or opportunities for feedback and support.
•	With clear communication channels in place is equally important, as remote environments rely heavily on digital interaction.  Platforms such as messaging systems, video conferencing, and reporting tools should be standard across all departments to avoid any confusion and ensure consistent flow of information.  Adding to this, structured handovers will improve errors, particularly in roles such as security work.
•	Mental health support should also be offered within all remote working practices. There should be access to wellbeing resources, flexible scheduling can help reduce stress and prevent burnout, which has been highlighted in UK-based research published by organisations such as UK Parliament in a Postbrief.
In a holiday park setting, implementing a digital log system for shift reports and scheduled radio check-ins can improve communication.
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A investigation conducted by using a mixture of methods by Wang et al. (2021) shows some advantages of RM for managers that can offer the opportunity of overseeing multiple stations of operation from a single location, with the use of digital tools like communication platforms, reporting systems and multi-tiered scheduling software, give a manager the opportunity to monitor without physical presence.  Ismail (2022) has undertaken research into another angle towards what a manager needs, is active listening, this gives the manager an advantage of understanding and acknowledging the employee more clearly, overall giving the employee the feeling of being heard and seen.  This can also be achieved through the medium of digital communication tools needed to communicate.  In addition to this, RM encourages outcome-based performance, moving focus towards results other than physical supervision (Allen et al., 2015).  This can improve productivity and accountability.  For a frame of reference, a holiday park security manager, can supervise multiple security officers across various locations with the use of incident logs, CCTV systems, and communication devices.  These adaptions put in place will increases efficiency and allows managers to allocate resources more effectively.  What can be observed from this is that RM allows managers to operate more strategically and efficiently

[bookmark: _Toc225060950]4.a. Disadvantages of Remote Management for Managers
RM does not come without its disadvantages, a report constructed by Golden and Ford (2025) gives reference to two challenges that is linked to trust and accountability, both can be seen as a major factor and shows that without the proper supervision of managers, effective task completion can be impeded.  Ultimately with the absence of physical oversight can make it more difficult for managers to be consistent in employee performance, increasing the need for trust-based leadership approaches.  Research taken from Larson et al. (2020) indicates that remote teams often  to reach the most effective state when managers focus on outcomes rather than monitoring employee behaviour.  However, Lloyd et al. (2021) offer an insight toward how challenges like reduced visibility of employee performance from a manager’s perspective can slow productivity and without face-to-face interaction managers may find it difficult with building good teamwork relationships, this can create difficulties with physical communication including trying to determine body language, with such a huge reliance on digital communication creating such barriers. Having an effect on engagement and morale, are significantly limited in remote environments, making effective communication more complex.  Without physical presence, managers must rely heavily on digital platforms such as Microsoft Teams and Zoom to maintain collaboration and combat some of the challenges that face RM (Kniffin et al., 2021).  With a high-pressure situation such as a security incident, a delay in communication can impact the decision-making steps for resolving any issue.  From this it is clear that RM requires strong leadership and communication skills.  Overall, this reinforces that with successful remote management sometimes depends on managers adapting their communication methods and leadership style to combat the limitations.
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· To improve (RM) practices, managers should adopt a structured, consistent, and people-focused outlook.  While using frequent and structured communication is the key to keeping things clear and for maintaining team connection.  This can include scheduled handovers, daily briefings, which would allow managers to monitor progress, address concerns, and offer feedback.  Within remote environments where there is limited face-to-face interaction, this constant connection with staff should help reduce any misunderstandings and ensure that the team focus on tasks.
· Managers should define specific roles, responsibilities, so that all employees understand what is required.  With a shift towards outcome-based performance, rather than constant supervision, should ultimately boost  productivity.
· Furthermore, specific training in digital leadership should be provided to ensure they are confident in using secure communication platforms, data systems, and remote monitoring software.  With the effective use of these technologies will enable managers to lead efficiently and respond promptly to issues.
· Finally, trust-based management approaches should be encouraged, as trust is fundamental in any remote setting. Managers who empower employees, rather than micromanage them, are more likely to improve motivation, and job satisfaction.  
· From the setting of a holiday park security officer’s example, with the introduction of scheduled virtual briefings before and after shifts along with digital reporting systems should offer stable performance overall.  
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A report by Chartered Institute of Personnel and Development (2023) highlights one of the primary benefits of RM is cost reduction. Organisations can massively lower expenses related to physical buildings, utilities, and office space. With this in mind I can be seen that RM can significantly reduce the cost of operations, overheads. Giving the organisation strategic opportunities in placing finances where they are needed most.   This will allow resources to be used towards digital systems or employee advancement.  Adding to this, RM can expand into a wider talent pool, as they would not have any geographical barriers, which would allow organisations to recruit skilled employees from across the UK and beyond. This offers organisations who use the RM strategy to broaden its workforce capabilities, thus improving the overall quality of staff.  
Furthermore, Bloom et al. (2015) have advised that productivity can evolve with RM,  as their research suggests, employees working remotely often demonstrate increased focus and efficiency due to fewer workplace distractions and greater autonomy.  They can also benefit from extended operational hours, particularly in sectors such as security in a holiday park,  RM allows operations to continue effectively outside of its constraints of nine to five working without the requirement of full presence of management.  From the findings here, it can be seen that with RM it can improve organisational efficiency and cost reductions. 
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Many disadvantages can be found about remote management, but Waizenegger et al. (2020) have recorded several challenges.  The first one seems to be an echoed issue, but communication breakdowns are the main issue, as reliance on digital platforms, which can have technical issues, can lead to misunderstandings, delays, or lack of transparency.  This can have a negative impact on team coordination and decision-making, adding up to a reduction in productivity.  Nabirye (2025) maintains that organisational culture is another difficulty. Remote environments can reduce employee engagement, limit informal interactions, and weaken team cohesion. Over time, this may affect morale and staff retention.  With this in mind Lloyd et al. (2021) offer support toward the growing  cyber security complications regarding data security and monitoring from an organisation’s perspective, an organisation must ensure that remote systems are secure and that employees are using them in an appropriate manner (Nwankpa & Datta, 2023).  
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· For the effectiveness of remote management (RM), any organisation must take a logical and structured approach that is a balance of technology with employee needs.  Lloyd et al’s point of interest is that an investment in secure and integrated digital systems.  Building reliable communication platforms, encrypted data systems are essential to maintain operational efficiency and protect sensitive information.  This in turn should make cybersecurity risks redundant, which are a growing concern in environments like remote working.
· In addition, organisations will need to develop clear and achievable policies and procedures in remote working.  These Policies should clearly state all expectations for communication boundaries, clear working hours, and staff accountability. Clear guidelines in helping teams stay consistent, while giving employees a better understanding of their roles, especially when there is no one to one face supervision.
· specific up skilling Training is also important for both employees and managers.  With the correct training, employees should feel confident in using digital tools, while managers should focus on remote leadership, communication, and managing performance.  These in place should support overall smoother operation and enhance the overall productivity.
· Last but not least organisations should actively promote employee engagement and organisational culture.   Virtual team-building activities should be utilised, regular meetings, and wellbeing initiatives help maintain a sense of belonging and motivation.  According to Chartered Institute of Personnel and Development, strong communication and engagement strategies is the main thing in sustaining performance in remote teams.  Overall, successful RM depends on combining technological investment with human-centred management practices.
Implementing integrated communication systems in a holiday park setting like shared incident logs, radio systems, mobile apps can improve coordination and efficiency.
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The importance of academic research skills such as critical reading, evaluating sources using the CRAAP test and constructing evidence-based arguments has been the key to this report success.  By working though statistics and compiling results from mixed methods on RM, while a there are a high number of benefits associated with managing remote teams that include the increase of flexibility, boosts in performance, productivity, and efficiency.  But not without organisational hurdles like communication barriers, trust development and maintaining collaboration have been highlighted.  Evidence suggests that successful RM boils down to effective communication, strong leadership, and supportive organisational structures.  With the use of data collection from credible, topic focused academic literature, illustrates how quantitative and qualitative data has strengthened this report.  Using Kolb’s learning cycle has provided insight into the research process and helped in identifying strategies for improving future practice in RM.  RM has planted its feet firmly in many industries and is to remain a central feature within a lot of modern workplaces.  Organisations that adopt strategic approaches to communication, employee support, and digital infrastructure will be in a better position to manage remote teams more effectively. 
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For the purpose of this reflection, with the use of Kolbs four stage reflective cycle,  being able to reflect on this research topic has become clear to me, that RM has a varied perception with an equal number of advantages and challenges.  At first, the idea of remote working was largely positive, particularly in terms of productivity and flexibility.  Yet, with the critical analysis of the academic sources I used, i.e. findings of UK Parliament, I found that it was balanced.  I observed that issues such as employee isolation, communication barriers, and managerial difficulties in maintaining trust are big concerns.  From my perspective, knowing how it feels to be managed remotely I was able to bring potential challenges in maintaining motivation and connection within a team.  This reflection has reminded me of the importance of how effective communication and leadership in remote settings are.  By understanding,  learning and applying the CRAAP test, has given me the ability to evaluate sources, ensuring the reliability and relevance of information in any academic argument.  The PEEL method also helped me with supporting the structuring of paragraphs, is both understandable and evidence based.  This stage of learning for me has shown me the importance of combining theory with practical examples to create a well-rounded analysis and moving forward, this procedure has influenced both my understanding of academic and professional practice.  In future research, I will place greater emphasis on critically comparing sources to strengthen arguments further.  From a professional perspective, the application of remote strategies such as regular check-ins, clear communication systems, and structured reporting methods will be implemented. Understanding that this reflection has demonstrated that RM is a complex but increasingly essential management approach.  The process of completing this report has improved my skills regarding academic research, critical analysis, and overall, reflective thinking.  I have also learned that effective RM requires a balance between technological capability and human-centred leadership.
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