[bookmark: _Toc214462060]1.Front cover Title/ Statement of Authenticity




Katie-May Knowles
Managing Remotely
BMSK 4016
2431757




[bookmark: _Toc214461862][bookmark: _Toc214462061]Statement of Confirmation of Authenticity 
[bookmark: _Toc213363285][bookmark: _Toc214461863][bookmark: _Toc214462062]​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 M
[bookmark: _Toc213363286][bookmark: _Toc214461864][bookmark: _Toc214462063]​Attention is drawn to the plagiarism and unfair practice policies of UWTSD

Table of Contents
Front cover Title/ Statement of Authenticity	1
2.Challenges of Managing Remotely	3
2.1The evolution of Managing Remotely	5
2.2 Adapting to Remote Management	5
3.Strategies for Managing Remotely Effectively	7
3.1 Setting Clear Expectations and goals	7
3.2 Upholding strong and meaningful communication	8
3.3 Building Trust	9
3.3 Promoting well-being while working remotely	9
3.4 Ensure the separation of Home/life and Work-life	10
4. Reflection	10




















1.Introduction

In recent years managing remotely has become a vital role in many businesses and all industries across the world. It has transformed the traditional workplace settings and structures with implementing new approaches to supervising and managing teams. Remote management presents challenges  but also includes many positive attributes such as extended flexibility, it requires many elements to become successful, its not only the virtual transfer to communication from the face-to-face method, but it also requires adaptation of leadership skills, being able to uphold morale, being able to build and maintain trust without physical presence and the ability to be able to utilise technology and its tools. Trust sits replacing visibility and human contact, outcomes to problems and situations replace time spent at a desk. Communication is key. In a remote setting where the lack of employee visibility is prominent, managers must create clear expectations, give clear instructions, make measurable goals and have consistent check-in systems. Outcome based expectations are more important in remote work (Wilde, K., & Buritica, J. P.  2025)
While working remotely existed long before the COVID-19 pandemic, the accelerated, widespread transition to distribute teams has pushed business to rethink how works and employees are managed. 
This assignment will investigate the key components of the world of remote management, the challenges, the strategies to ensure success in this field. 
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One of the biggest possible issues with remote management is being able to maintain clear and concise communication. Without the possibility to interact face-to-face, there and be barriers faced. Such as- the ability to establish and withhold trust. There may be delays in feedback. Managers may struggle to understand if their teams are engaged, while employees may feel micromanaged. There is also the element that certain employees have differing knowledge and literacy with technology.
Creating a sense of belonging is vital as the workforce may feel disconnected, remote teams may feel isolated, a lack of collaboration, or a weakening in team strengths.
Remote work has increased feelings of isolation for many employees, particularly when job demands are high. For example, Miyake et al. (2022) found that desk workers who experienced greater job stress while working remotely during the COVID-19 pandemic were more likely to feel lonely. Their research suggests that limited face-to-face interaction combined with elevated work pressure can heighten social isolation, making remote workers more vulnerable to loneliness and reduced well-being (Miyake et al., 2022).

Also, the inability to separate home-life to work-life can be more difficult. Mindfulness from the managers is crucial to avoid burning out, fatigue and disengagement.
Within global businesses it may be difficult to manage the team meetings as time-zones could cause an issue, limiting real-time communication therefore slowing down decision-making and deadlines to projects. Temporal distance-when team members are spread across multiple time zones has been shown to significantly limit the overlap in working hours, reducing synchronous communication (Pan Fang, Choudhury, & Chauvin, 2024)
It also depends on the reliability of technology.  There could be technical issues, varying levels of understanding the compliance of how it works and the lack of access to the equipment needed.   
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Before the COVID-19 pandemic hit, working remotely was already in existence but during and after the event it changed the remotely working sector substantially. Micromanagement became harder.
The Covid-19 pandemic accelerated the adoption of remote work, prompting organizations to rethink traditional workplace models and to explore new strategies for managing productivity, employee well-being, and collaboration in a home-based environment (de Klerk, Joubert, & Mosca, 2021)
There were tools that became a standard rather than an outlet tool, such as, Zoom and Teams. There was far more written documentation rather than brainstorming ideas in meetings verbally and collaborations in person.
The pandemic normalised working remotely and fast. It was a rarity beforehand or perhaps considered a perk. Covid made it a default for millions of individuals globally. 
This acerated businesses to create systems, policies and technology for working remotely. 
Although the pandemic is now over and many businesses and offices have opened doors once again, many employees didn’t want to return to office-based work full time. This has led to hybrid work, where the individual splits time between workspaces and home spaces to work from.
SMART matters more when employees are remote (Howik, 2025)
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With the everchanging dynamics of managing remotely, managers are expected to adapt and are required to develop new management style and strategies. 
Tools and systems should be implemented to support the needs of both the managers and employees of the business. New routes to communicate and collaborate need to be addressed. The encouragement of regular check-ups on team productivity and performance need to be established in order to be effectively working and to be organized. 
Mangers relied on technological tools such as shared digital spaces, cloud-based workflow systems, virtual whiteboards and project manager tools. 
Mangers had to be adaptable to being more attentive to emotional and mental fatigue, also awareness of the workforce feeling isolated, checks were needed to monitor the mental state of the employees. The managerial role became more Coach orientated, providing help with organizational skills, assisting employee’s prioritization, helping to remove blocks and coaching career growth. Ensuring efficianly in all work, personal and work related targets. 
This new system being ever more popular, managers were able to expand their workforce geographically across countries and overseas and were able to obtain a more diverse workforce. Therefore, being able to focus on skills and qualifications rather than location. Diversity also improves understanding of and connection with a varied customer base, as employees can offer insights into the needs of different demographic groups and culture. Additionally, businesses with diverse workforces are often more adaptable and resilient, as varied experiences enable teams to respond effectively to change, having different experiences and outlooks can be an advantage to the outcome of collaboration and decision-making throughout the workforce.  A commitment to diversity can also strengthen a business’s reputation, attracting talent and success, fostering an inclusive culture where all employees feel valued, driven, encouraged and motivated. Overall, a diverse workforce is not only ethically important but also strategically beneficial for general performance of the business
Being driven by increased autonomy and flexibility but also constrained by greater stress and blurred boundaries. Their ability to cope effectively depended on social support, job design and self-discipline. (Wang, Liu, Quian, & Parker, 2020; Razmerita, Peroznejad, Pantelli, & Karreman, n. d;, Atkinson, 2022).
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Effective remote management requires leader to adopt new approaches that support communication, productivity, and employee well-being in dispersed teams. Recent research emphasises that traditional supervisory methods are less effective when employees work virtually, and managers need to develop skills that reduce both operational and relational distance. One essential strategy is the use of transformational and supportive leadership, which involves empathy, active listening, and consistent encouragement.  Studies show that employees that are working remotely respond better to leaders who demonstrate concern and understanding, and that considerate leadership behaviours significantly improve engagement in remote settings (Frontiers in Psychology, 2024)
Remote management should also be individualised, as workers adapt to remote working in different ways. A recent qualitative study identified several remote working “types” that vary in how individuals manage tasks, boundaries, and stress. The findings suggest that managers who tailor expectations and support to the individual-rather than applying a uniform approach-enhance team performance and job satisfaction (Administrative Sciences, 2024)
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3.1 Setting Clear Expectations and goals

Define responsibilities and deadlines, set out manageable results and deliveries. Using SMART goals (Specific, Measurable, Achievable, Relevant, Time Bound) So that everyone is clear on the goals that are to be met.
The SMART framework is a method for creating goals that are easy to understand and track. A SMART goal is specific, meaning it clearly states what needs to be accomplished; Measurable, so progress can be evaluated; Achievable, ensuring the goal is realistic; Relevant, meaning it aligns with broader objectives; and Time Bound, which sets a deadline for completion. (Doran, 1981)
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Use numerous communication tools such as video calling, to enable face-to-face interactions, chats for updates and well-being checks and emails for longer and formal communications.  
Efforts in effective communication is critical for managing remote workers, as separation can easily lead to misunderstandings, miscommunication, being misconstrued, reduced collaboration, and feelings of isolation among employees. Upholding strong and mindful communication involves being intentional, clear, and consistent in all interactions, whether through email, messaging apps, or video calls. Managers must actively listen, be attentive, provide feedback, and ensure that team members feel heard and supported, fostering trust and engagement despite the lack of physical contact. Research indicates that when leaders communicate mindfully, acknowledging employees’ perspectives and maintaining transparency, remote workers experience higher job satisfaction, stronger team cohesion, and reduced feelings of isolation 
Feedback systems are a valuable way to monitor working remotely such as 1 on 1 virtual meetings and surveys to gain an understanding of what’s working and what isn’t working.
Taking note and celebrating success publicly throughout the team ensuring morale through the workforce and consistent engagement.
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Building and maintaining trust is a sure way of ensuring effectiveness while working remotely. Giving employees freedom to work after clear and concise instructions is vital to enhance feelings of self-worth and capability. 
It could be useful to try to avoid micromanaging as the focus should be solely on the outcomes and the productivity rather than just the activity.
Empowerment and encouragement can propel individuals to be accountable, to take ownership and to be highly motivated. 
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Support mental health and stresses and strain while working in this setting. Consistent check ins with the workforce can ensure good mental health throughout the workforce. Being empathetic, understanding and always having a mindful approach to active listening is beneficial for this practise. 
Alongside healthy boundaries to ensure deadlines are met, encouragement for flexibility regarding working hours could also be addressed.
Resilience to support adaptive working habits such as time management, prioritisation, how we spend our energy, coping mechanisms and how to deal with distractions could also be of great value.
Wherever possible, create spaces to relax such as games or incentive-based problem-solving projects where employees can utilise for non-working interactions. 
Providing training for the use of work programs, systems and tools to enable the workforce to be at a consistent level of compliance using the technology provided to work effectively.
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Working remotely can make it difficult for employees to maintain clear boundaries between their professional duties and personal lives. Without the physical separation of the office, work tasks often spill over into home time, leading to longer working hours and reduced opportunities for rest. Kossek et al. (2012) explain that when individuals lack strong boundary-management strategies, remote work can blur the line between roles, increasing stress and making it harder to mentally “switch off” at the end of the day. As a result, employees may experience fatigue, decreased well-being, and challenges balancing family or household responsibilities while working from home.
There can be many difficulties to overcome using the same setting for work as is used for residing in. The balance can be altered, and struggles can be faced. 
Having automatic replies to work emails after the working hours are completed can be an effective way to enable the surety of the work life not imposing on the home life. 
Utilising a space that’s away from the spaces used to relax and unwind in can also add to the healthy balance and separation of both.
Activities such as meditation, being in nature and self-care can also help towards a clear mindset. 
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Upon reflection of my personal working style, I believe I could manage working remotely successfully, but it would require conscious planning, self-discipline, and strategies to maintain both productivity and well-being for myself and my team. One of the key advantages I see in remote work is the flexibility it offers. Being able to control my work environment and structure my day according to my own preferences could enhance my focus, productivity and efficiency. Without the usual office distractions, I would likely be able to concentrate better on tasks, plan my schedule around peak productivity periods, and organize my workload in a way that suits me best. Additionally, the reduction in travelling time would allow me to allocate more time to work, rest, or personal activities, potentially improving my overall work-life balance. Overall being able to achieve my personal and working goals to a better standard.
Although I recognize that remote work comes with unique challenges. A major concern is the risk of social and professional isolation. Without regular face-to-face interaction, I could miss the spontaneous conversations, feedback, and collaboration that occur naturally in a shared workspace. Research has shown that remote workers often feel more isolated and lonely, especially when social support from colleagues is limited (Miyake et al., 2022). To address this, I would need to proactively maintain communication with my team, participate in virtual meetings, and create opportunities for informal interactions, even if they are digital including online games and problem solving. Arrangements outside the work settings could also be beneficial to the general success and well-being of the workforce. 
Another challenge would be maintaining a clear boundary between home and work life. Working from home can make it easy for tasks to spill over into personal time, potentially leading to stress and burnout. According to Kossek et al. (2012), employees who struggle with boundary management while telecommuting can experience reduced well-being and difficulty “switching off” from work. To avoid this at all costs, I would ensure a dedicated workspace, if possible, set firm working hours, and arrange regular breaks to maintain structure and to reduce burnout and fatigue . I would also practice time management techniques, such as prioritizing tasks and using digital tools to track progress, ensuring that work does not dominate personal life.
Overall, I believe that with intentional strategies, self-discipline, and consistent communication, I could manage remote work effectively. I would need to be proactive in creating boundaries, maintaining social connections, and managing my time to stay productive and healthy. While remote work poses challenges, it also provides opportunities for autonomy, flexibility, and personal growth, and I feel confident that I could adapt to this mode of working while maintaining a balanced and fulfilling routine, only paving the way for success through structure and mindfulness. 
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