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  Remote work has become an important part of business operations.
  However, can create both opportunities and challenges for employees,
  Managers, and organisations. This research will analyse the advantages
  and disadvantages of remote work and examine how they influence business
  growth and organisational performance.

  Remote management refers to a way of working where employees complete their
  job responsibilities outside of a traditional office environment. In today’s workplace,
  this type of employment has become increasingly popular because it offers
  greater flexibility and new opportunities for professional development.
  Employees may benefit from flexible schedules and a better work-life balance,
  While employers and organisations may experience changes in productivity,
  communication, and time management. Understanding these different perspectives
  can help organisations develop effective management strategies and improve 
  overall business success.

  Qualitative research involves collecting and analysing non-numerical data,
  such as opinions, experiences and personal perspectives. This type of research
  is important because it provides a deeper understanding of how remote management
  affects employees, managers, and organisations on both a professional and 
  personal level.

   Quantitative research, on the other hand, focuses on numerical data. It involves
   Analysing statistics and measurable information in order to identify patterns,
  compare results, and draw conclusions based on factual evidence rather than 
  personal opinions.

 Quantitative research uses numbers and statistics to understand trends. For example, the          Office for National Statistics reported that 39% of working adults in Great Britain work from home    some of the time, showing that remote management is becoming common in many UK organisations ONS, (2025).



In addition, this assignment will include a reflection using David A. Kolb’s Experiential Learning Cycle. This model includes four stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation, which will help reflect on learning about remote management and how the knowledge can be applied in practice.


In this investigation, secondary research will be used. This means that existing sources, such as statistics, academic studies, and research papers.


 Looking at these existing sources helps build a clearer understanding of the 
 topic and allows this assignment to use reliable information from previous research.

 So while discussing this academic research, the paper will explore important aspects
 of remote management, such as advantages and disadvantages for employees,  
 managers, and organisations. Looking at these different perspectives will help 
 provide a clearer understanding of how remote management can affect the workplace.
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One important advantage of remote working is that it gives employees more flexibility
In how they organise their work. According to Whyman et al. (2015), remote working
Allows employees to have greater control over their schedules, which can make it 
easier to balance work with personal responsibilities. This flexibility can improve job
 satisfaction because employees are able to structure their working day in a way that 
suits their needs while still completing their tasks effectively.

Another factor that plays an important role in remote working is the level of trust between employees and their managers. Martinez-Sanchez (2017) explains that employees are more likely to work remotely when they have a clear understanding of their job role and responsibilities. When employees are confident in their knowledge and abilities, they can work more independently without constant supervision. At the same time, managers must trust that employees will remain productive and committed even when they are not physically present in the workplace. This level of trust can help create a more positive and supportive working relationship between managers and employees.

In addition, remote working can help employees develop important skills that are useful in the workplace. When working remotely, employees often have to manage their own time, stay organised, and deal with problems on their own. According to Wisniewski and Wisniewski (2017) organisations can benefit from this because employees build key skills such as problem solving, time management, and self-discipline. These skills can improve both individual performance and overall productivity within the organisation.
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  Some researchers have argued that remote working can sometimes lead to issues of favouritism within organisations. For example, Lapierre et al. (2016) suggests that because remote working arrangements are often voluntary, they should ideally be based on the employee’s own choice. However, in practice this is not always the case. In some organisations, managers may decide which employees are allowed to work remotely and which are not. This can create a sense of unfairness among staff, particularly if employees feel that certain individuals are being given opportunities based personal preference rather than job performance. As a result, favouritism in remote working arrangements may negatively affect employee morale and perceptions of fairness in the workplace.
In addition to this, the negative impact of remote working has also been widely discussed in previous research. One of the main concerns relates to the effect remote work can have on employee’s psychological well-being. According to Ioannou et al (2021), working remotely for long periods of time can sometimes lead to feelings of isolation and loneliness. Employees who work away from the office may have fewer opportunities for social interaction with colleagues, which can reduce their sense of connection to the organisation. This lack of interaction may also make it more difficult for employees to seek support or guidance when facing work related challenges.
Furthermore, some researchers have described remote working as a form of “disturbed work” Shockley and Allen (2017) use this term to explain how remote working can blur the boundaries between professional and personal life. When employees work from home it may become harder to separate work responsibilities from personal time. This can result in employees working longer hours or feeling pressure to remain constantly available. Overtime these challenges may contribute to increased stress and difficulty maintaining a healthy work life balance. Therefore, although remote working offers several benefits it is important for organisations to recognise and manage the potential disadvantages
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One recommendation for remote working from the employee’s perspective is the need for mental health support. Working remotely can sometimes lead to feelings of isolation, stress, or difficulty separating work from personal life. Because of this, employees should be encouraged to access wellbeing resources and maintain regular communication with their team. Research by Catherine Bailey et al. (2023) highlights that providing mental health support can help remote employees manage stress and maintain wellbeing while working away from the traditional workplace.
Another recommendation is the use of a hybrid working approach, where employees split their time between working remotely and working in the office. This approach can help employees benefit from the flexibility of remote work while still maintaining social interaction and collaboration with colleagues. According to Maria Charalampous et al. (2023), a hybrid approach can improve employee wellbeing and job satisfaction, as it allows individuals to balance productivity with workplace connection.
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2.4 Workplace Example
A good example of remote working from the employee’s perspective comes from my own workplace. There were times when I had to complete my tasks from home while staying in contact with my manager and colleagues through emails and online meetings instead of speaking to them in person. This meant I had to take more responsibility for organising my time and making sure my work was completed without direct supervision.
Although working remotely gave me more flexibility, it also meant I needed to make a conscious effort to stay organised and keep in regular contact with my manager, so they knew how my work was progressing. Research by Maria Charalampous et al. (2023) suggests that remote working can provide flexibility for employees, but it also requires strong communication and self-management to work effectively.
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[bookmark: _Toc224847249] 3.1 Advantages for Managers
One advantage of remote working from a manager’s perspective is that employees may have fewer distractions when working from home. In a traditional office there can often be noise, conversations, or people interrupting each other, which can affect concentration. When employees work remotely, managers may notice that staff are able to focus more on their tasks and complete their work more efficiently. Lazarova (2020) suggests that having fewer workplace distractions can help employees stay more productive, which can make it easier for managers to see steady progress in the work being completed.
Another benefit for managers is that meetings can be easier to organise online. Instead of trying to find a meeting room or waiting for everyone to be physically present, managers can quickly arrange a virtual meeting. De Rosa (2004) explains that online communication tools make meetings more flexible and easier to coordinate. From a manager’s point of view, this can save time and allow teams to stay connected even when employees are working in different places.
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From a manager’s perspective, one disadvantage of remote working is the possibility of trust issues. When employees are working from home, managers cannot always see how work is being completed or how employees are managing their time. This can sometimes create uncertainty about productivity and performance. According to Lautsch et al. (2009), trust can become a challenge in remote working environments because managers have less direct oversight of their teams Another disadvantage is that remote working may hinder teamwork. Caparros Ruiz (2022) explains that when employees work in different locations, it can be harder for them to collaborate naturally or support each other in the same way they might in an office. Informal discussions and quick problem-solving moments are often reduced.in addition, communication may be reduced in remote settings. Durucu and Bayraktar (2020) suggest that limited face-to-face interaction can sometimes lead to misunderstandings or slower communication between managers and employees.

[bookmark: _Toc224847251]3.3 Recommendations for Managers
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From a managerial point of view, effective remote working relies on keeping communication clear and consistent. Pawel Kurzynski (2013) highlights that regular check-ins, video calls, or   messaging help employees feel connected and supported, even when they are working apart. This keeps the team motivated and ensures everyone stays on the same page.Managers should also pay attention to technical aspects of their role. Gagari C et al. (2018) suggest using digital tools to track progress, monitor performance, and streamline workflows. By combining clear communication with focus on processes, managers can help their team stay productive and engaged.


[bookmark: _Toc224847253]3.4 Workplace Example

At my workplace, managers in a marketing team used video calls and online project tools to keep everyone on the same page, even while working from home. In another example, a tech company’s managers tracked software progress through dashboards, helping them support their team without needing to meet in person every day.
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[bookmark: _Toc224847255]4.1 Advantages for Companies
​Remote working can bring several advantages for organisations. One major benefit is lower overhead costs. When employees work from home, companies often spend less on office space, electricity, equipment and other day-to-day expenses. Research by Yeganeh (2021) explains that this reduction in costs can help organisations save money and use their resources more effectively. Another advantage is higher managerial control. Even though employees are not physically in the office, managers can still keep track of work through digital tools such as emails, online meetings and task management systems. According to Yeganeh (2021), these tools allow managers to monitor progress and make sure tasks are completed on time. Remote working can also lead to faster digital decision-making. Since communication often happens through online platforms, information can be shared quickly and decisions can be made without waiting for face-to-face meetings. As noted by Yeganeh (2021), this can help organisations respond more quickly to problems and new opportunities.
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Remote working can also create several challenges for organisations. One concern is that it can sometimes demotivate employees. Without regular face-to-face interaction or a clear team environment, some workers may feel less connected to their colleagues and the organisation. Research by Bessa and Tomlinson (2017) suggests this can reduce engagement and productivity over time. Another issue is cyber-security risks. When employees work from different locations and networks, company data may become more vulnerable to security breaches. Caparrós Ruiz (2022) highlights that organisations must invest in stronger digital protection. Finally, remote workers often require additional organisational support, such as training, clear communication and reliable technology. According to Golden and Veiga (2008), without this support, remote work may become less effective for organisations.

[bookmark: _Toc224847257]4.3 Recommendations for Companies
One recommendation for organisations is to invest in strong digital systems and cyber-security to protect company data and support employees working remotely. According to Caparrós Ruiz (2022), secure technology is essential for safe remote work. Another recommendation is to provide clear communication and regular support, helping employees stay motivated and connected to organisational goals.
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In my workplace, the organisation allows some employees to work remotely a few days a week. This helps the organisation reduce costs such as office space and utilities. It also allows the company to keep employees satisfied while maintaining productivity, as staff can complete their tasks from home using online communication tools.
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This assignment examined remote management from the perspectives of the employee, manager, and organisation. It shows that remote working can bring real advantages, such as greater flexibility, improved work–life balance, and reduced costs for organisations. However, remote working can also have disadvantages, including communication challenges, feelings of isolation, and difficulties maintaining team connection. Recommendations include improving communication, providing mental health support, and adopting a hybrid approach. Its success depends on strong leadership, trust, and effective use of technology. Without these, remote working may struggle to succeed. Overall, remote management can be both positive and negative if the right support is not in place.
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Concrete Experience
During a lesson on remote management, I realised I struggled to fully understand the topic. I was not familiar with the theory or confident in using academic research, which made it difficult to engage in class discussions.
Reflective Observation
Looking back, I found that remote management can create challenges such as unclear communication and employee isolation when managers are not physically present. My lack of preparation made it harder to follow these ideas and contribute effectively.
Abstract Conceptualisation
David Kolb (1984) explains that learning improves when experience is reflected on and linked to theory. Research supports that remote working offers flexibility (Whyman et al., 2015) but may negatively affect wellbeing if employees feel isolated (Ioannou et al., 2021).
Active Experimentation
In future, I will prepare earlier by reading academic sources and asking more questions in class. This will help me better understand remote management and apply theory more effectively in assignments.
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