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1. [bookmark: _Toc225083873]Introduction 
Remote management has become a feature of modern organisational practice as remote working arrangements continue to expand across different sectors. Remote working is a flexible employment model that enables individuals to complete their job responsibilities outside the traditional workplace or organisation’s physical premises, supported by digital communication and technologies (Ferrara et al., 2022). As employees increasingly work from a wide range of locations, managers must coordinate, support, and evaluate performance without the benefit of physical proximity. This shift has transformed traditional leadership practices and created new challenges and opportunities for employees, managers, and organisations.

Analysing remote management from multiple perspectives is essential because its impact varies across different groups, and understanding these viewpoints allows for a balanced evaluation of both the benefits and disadvantages. To explore these issues effectively, this report draws on qualitative, quantitative and secondary research. Qualitative research explores experiences and perceptions through nonnumeric data. This is important because it provides an insight into employee and manager experiences, capturing emotions and behaviours that cannot be measured numerically. Gilson et al., (2015) highlight how qualitative approaches reveal communication and collaboration challenges within virtual teams. Quantitative research involves numerical data that offers measurable evidence about patterns such as productivity, engagement, and well-being. Wang et al., (2021) use quantitative data to demonstrate how work design influences the effectiveness of remote work. Together, these approaches provide both depth and breadth to the analysis. This report also integrates secondary research, which involves analysing existing academic literature, published studies, and data. Secondary research is essential for grounding the discussion in established evidence and identifying broader trends in remote management (Carnevale & Hatak, 2020). In contrast, primary research refers to the collection of original data directly from participants through methods such as surveys, interviews, and observations. However, this academic report will not include primary research and will rely solely on existing literature and published evidence.

This report will first examine the advantages, disadvantages, and recommendations related to remote management from the perspectives of employees, followed by managers, and then organisations. Throughout the report, links will be made to personal experience to support reflection, before concluding with a summary of key findings and a final reflective section.


[bookmark: _Toc225083874]2     Employee
[bookmark: _Toc225083875]2.1 Advantages for Employees
Working from home can offer numerous advantages for employees. Ozsoy & Griffiths (2025), in their analysis of 613 participants, found that remote working can maximise employee output by allowing individuals greater control over scheduling and task management. This suggests that when employees manage their own time and working environment, they may adopt a more proactive approach to their workload and complete tasks more efficiently, which can also contribute to reduced stress. Ipsen et al., (2021) similarly reported that reduced commuting time was one of the highest rated benefits of remote working. Eliminating daily travel may decrease fatigue and lower stress levels, while also reducing personal expenses such as fuel or public transport costs, which can positively influence employees’ financial circumstances. My own experience reflects these findings as working from home to complete client documentation has noticeably reduced my stress levels. Commuting 40 minutes to the office often negatively affects my productivity, as becoming stuck in traffic increases my stress and impairs my ability to maintain focus. This personal experience aligns with research suggesting that reduced commuting can enhance wellbeing and performance.

Aczel et al., (2021) further argue that flexible working arrangements improve work life balance. The ability to structure working hours around childcare, appointments, and self-care may enhance overall wellbeing and job satisfaction. Bailey & Kurland (2002) also note that working from home can reduce workplace interruptions. Having control over one’s working environment may help employees maintain focus on tasks, resulting in increased productivity. However, the benefits are not universal. Leroy & Schmidt (2021) found that among the 259 employees they studied, women were more likely to report remote working as a disadvantage due to non-work interruptions. This suggests that women, who may have additional responsibilities such as childcare or household duties, may experience reduced productivity when working from home. While reduced stress and improved work-life balance are clear advantages, these findings highlight that remote working can also present challenges for some employees.

[bookmark: _Toc225083876]2.2 Disadvantages for Employees
Several studies suggest that working from home can also have negative impacts on employees. One commonly reported disadvantage is inadequate equipment, which can hinder an employee’s ability to complete tasks effectively. Ipsen et al., (2021) found that many employees lacked appropriate IT resources at home, which disrupted workflow and limited participation in virtual meetings. Hall et al., (2023) support this by identifying inadequate office furniture as a significant issue. Their review, which integrated qualitative and quantitative findings, reported that 43% of employees working from home experienced musculoskeletal problems. This indicates that makeshift home workspaces may increase physical discomfort and pain due to unsuitable desks and seating.
Another disadvantage highlighted in recent research is the difficulty employees face in disconnecting from work. Mohite & Agrawal (2025) argue that remote work can blur the boundaries between personal and professional life, increasing the risk of stress and mental burnout. When employees are unable to disengage from work, their personal time is disrupted, which negatively affects their well-being and work-life balance. This aligns with my own experience, as I often struggle to switch off when completing weekly paperwork at home. Although I am allocated five hours, I frequently exceed this because I allow tasks to build up and take on more work than I can manage. Without clear boundaries, my stress levels increase, and I find it difficult to maintain a healthy separation between work and personal life. This personal experience reinforces evidence that homeworking can increase boundary blurring and reduce opportunities for mental recovery.
Urfa Yılmaz et al., (2024) further identified that employees often feel obliged to be reachable outside of working hours. Their research included both qualitative interviews with 14 participants and quantitative surveys with over 800 participants across multiple stages, highlighting that boundary blurring pressures are widespread rather than isolated experiences. This indicates that expectations of constant availability can significantly increase stress and reduce opportunities for psychological detachment from work. I can relate to this, as I often feel pressured to respond to clients outside of designated working hours when at home. This lack of boundaries affects my personal relationships and contributes to heightened stress, reinforcing that remote work can intensify boundary blurring. These challenges highlight the importance of developing practical strategies to protect employee wellbeing while working from home.

[bookmark: _Toc225083877]2.3 Recommendations for Employees
Research highlights several strategies that can help employees manage blurred boundaries and restore a healthier separation between work and personal life when working from home. Urfa Yılmaz et al., (2024) emphasise the importance of establishing strong digital boundaries to reduce the sense of constant availability, which is a major contributor to stress and boundary blurring. Their findings suggest that employees should set clear expectations around their availability, such as communicating response times and defining when they are offline. Turning off notifications outside working hours is also recommended, as this prevents employees from feeling compelled to remain in work mode. Implementing an end of day shutdown routine, such as closing the laptop, clearing the workspace, or physically leaving the work area, can further support psychological detachment by signalling a clear end to the working day.
In addition to protecting mental well-being, research highlights the importance of addressing the physical strain associated with homeworking. Hall et al., (2023) recommend that employees take regular movement breaks throughout the day and adjust their workspace ergonomics to reduce musculoskeletal discomfort, which is often caused by makeshift home offices and inadequate equipment. Simple adjustments such as improving chair support, raising screen height, or alternating between sitting and standing can significantly reduce physical strain.
Together, these recommendations suggest that managing both digital boundaries and physical working conditions is essential for reducing the psychological and physical disadvantages associated with working from home. By adopting clearer communication practices, creating structured routines, and improving ergonomic setups, employees can better protect their well-being and maintain effective working practices in remote environments.
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[bookmark: _Toc225083879]3.1 Advantages for Managers
Remote work has significantly reshaped managerial practice, influencing how managers structure their time, oversee performance, and engage with their teams. One widely recognised advantage is the increased flexibility remote work provides. Without the constraints of commuting and with the ability to schedule shorter, more focused meetings, managers gain greater control over their daily workflow (Ferreira et al., 2021). This flexibility enables them to prioritise core responsibilities, reduce time lost to travel, and design communication practices that are more intentional and efficient. In my own experience as a team leader, virtual meetings improved productivity because discussions were more structured and less likely to drift off topic. This increased my flexibility, as I could plan additional tasks throughout the day, whereas face to face meetings often overran due to informal conversations and interruptions. This demonstrates how remote working practices can enhance managerial efficiency by promoting more disciplined and time bound interactions.
Although remote work introduces challenges, such as coordinating across digital platforms or managing simultaneous communication, many managers still value the enhanced control and efficiency it provides (Babapour Chafi et al., 2021). Remote work can also strengthen performance management. Higher levels of employee freedom require managers to rely more on trust, empathy, and psychological safety. Kloepfer & Carbon, (2025) qualitative study found that increased trust in virtual leadership environments enhances employee engagement and supports the achievement of organisational objectives. However, some research suggests that building trust without face-to-face interaction requires additional effort (Chong & Vijayakumaran Kathiarayan, 2023). In my own role, I scheduled additional check ins to ensure staff felt supported, as informal office conversations were no longer available. Although this required extra planning, it strengthened trust and team cohesion. Overall, remote work offers managers substantial advantages in flexibility, productivity oversight, and leadership development, though these benefits coexist with new demands on managerial practice.


[bookmark: _Toc225083880]3.2 Disadvantages for Managers
Despite its advantages, remote work presents several challenges for managers. One significant issue is the difficulty in observing early signs of employee disengagement. Without physical proximity, managers lose access to subtle cues such as changes in body language, tone, or participation, which can create uncertainty about how team members are coping (Kloepfer & Carbon, 2025). This increases emotional labour, as managers must schedule additional check ins and work harder to interpret digital communication. The pressure to identify issues early can lead to stress, frustration, and reduced well-being.
Blurred boundaries also present a major disadvantage. Managers often feel pressure to be constantly reachable, and remote environments can lead to longer working hours, difficulty disconnecting, and expectations of rapid responses, all of which contribute to burnout (Chong & Vijayakumaran Kathiarayan, 2023). In my own role as a team leader, I experienced this directly. Working with a 24/7 client meant staff frequently contacted me outside contracted hours. Without the natural separation of leaving a physical workplace, I struggled to establish a clear cut off point and often felt permanently on call. This constant availability increased my stress levels and made it harder to maintain a healthy work-life balance, reflecting the boundary blurring pressures identified in the research. These challenges highlight the need for practical strategies to support managers in navigating remote leadership effectively.

[bookmark: _Toc225083881]3.3 Recommendations for Managers
To reduce managerial strain and maintain well-being in remote settings, managers should adopt proactive strategies that support both their own workload and the needs of their teams. Aleem et al., (2023) emphasise the importance of monitoring workload distribution, encouraging regular breaks, and promoting reasonable working hours. They also highlight that managers should model healthy behaviour themselves, such as avoiding sending emails late at night. Aczel et al., (2021) notes that remote work reduces spontaneous interaction and makes subtle behavioural cues harder to detect, meaning managers must schedule consistent check ins that address both task progress and well-being. Their study also identifies digital fatigue as a major issue, recommending that managers limit unnecessary video calls and turn off non-essential notifications.
These practices help managers maintain clearer boundaries, reduce cognitive overload, and create structured opportunities to identify early signs of disengagement. By managing communication more intentionally and reducing digital strain, managers can protect their own well-being while supporting healthier team dynamics. Implementing these strategies enables managers to sustain effective leadership in remote environments while minimising the personal and professional pressures associated with virtual team management.

[bookmark: _Toc225083882]4. The Company
[bookmark: _Toc225083883]4.1 Advantages for Companies
Remote work has generated several important advantages for organisations, particularly in relation to cost efficiency, talent acquisition, and productivity. Aleem et al., (2023) highlight that one of the most significant organisational benefits is the reduction in operational expenditure. By shifting employees away from traditional office environments, organisations can substantially decrease costs associated with office space, utilities, travel, and on-site resources.
Remote work enables organisations to access a wider and more diverse talent pool by removing geographical constraints (Aleem et al., 2023). This broader recruitment reach improves skill matching, increases workforce diversity, and strengthens organisational competitiveness, particularly in sectors where specialised expertise is limited locally.
Productivity improvement is another key advantage for companies. Ferreira et al., (2021) report that many organisations experience enhanced productivity due to fewer workplace distractions, increased employee freedom, and more efficient digital workflows. Remote work encourages employees to structure their tasks independently, which can lead to higher levels of focus and output. Additionally, the adoption of digital tools and streamlined communication processes supports faster decision-making and improved organisational performance. Collectively, these advantages demonstrate that remote work not only supports operational efficiency but also enhances long term organisational capability, adaptability, and competitiveness.

[bookmark: _Toc225083884]4.2 Disadvantages for Companies
While remote work offers several organisational benefits, it also presents notable disadvantages that can undermine performance, culture, and operational stability. Carnevale et al., (2020) highlight that remote work reduces an organisation’s ability to monitor employee performance effectively. Without physical visibility, managers may struggle to assess engagement, productivity, and workflow consistency, which can delay the identification of performance issues and weaken confidence in managerial oversight. The shift away from shared physical spaces can also erode organisational culture. With fewer opportunities for informal interaction, employees may feel less connected to their colleagues and the wider organisation, leading to reduced team cohesion, lower morale, and a diminished sense of belonging.
Cybersecurity risks further compound these challenges. Chong & Vijayakumaran Kathiarayan (2023) explain that employees working from varied home environments expose organisations to increased vulnerabilities, including insecure networks, inconsistent security practices, and a higher likelihood of data breaches. In my own line of work, staff completing daily care records and accessing clients’ personal plans through unsecured home Wi‑Fi networks could unintentionally expose sensitive data, creating costly and reputationally damaging consequences.
Collectively, these disadvantages demonstrate that remote work introduces operational, cultural, and security related challenges that organisations must actively address to maintain performance and stability. These challenges highlight the need for targeted organisational strategies, which the following recommendations explore.

[bookmark: _Toc225083885]4.3 Recommendations for Companies
Given the operational, cultural, and security related challenges associated with remote work, organisations must adopt targeted strategies to ensure effective and sustainable remote working practices. Carnevale et al., (2020) emphasise that clear performance monitoring frameworks are essential when physical visibility is reduced, recommending structured goal setting and transparent workflow, tracking systems to support consistent productivity.
To address cultural elements, Chong & Vijayakumaran Kathiarayan (2023) highlight the importance of intentional communication routines, virtual team building activities, and opportunities for informal interaction to maintain cohesion and a shared organisational identity. Cybersecurity also requires strategic attention. Chong & Vijayakumaran Kathiarayan (2023) recommend providing secure devices, enforcing multifactor authentication, and offering regular cybersecurity training to reduce vulnerabilities associated with home working environments.
Implementing these measures enables organisations to maintain oversight, strengthen team cohesion, and protect sensitive information despite the physical distance created by remote work. By reinforcing communication structures and investing in digital security, organisations can mitigate the risks that undermine performance and stability. Collectively, these strategies ensure that organisations can manage the disadvantages of remote work effectively while supporting long term resilience and operational success.

[bookmark: _Toc225083886]5. Conclusion
This report has explored the advantages and disadvantages experienced by employees, managers, and organisations within remote management, illustrating the complex and often contrasting impacts that working from home can create across different levels of the workplace. The evidence indicates that remote management has a combination of benefits and challenges rather than a universally positive or negative outcome.
For employees, working from home can reduce stress, enhance work-life balance, and increase freedom, as demonstrated by Ozsoy & Griffiths (2025), Ipsen et al., (2021), and Aczel et al., (2021). My own experience reflects these advantages, particularly the reduced strain associated with daily commuting. However, disadvantages such as inadequate equipment, blurred boundaries, and increased pressure to remain constantly available can negatively affect well-being, reinforcing the findings of Hall et al., (2023), Mohite & Agrawal (2025), and Urfa Yılmaz et al., (2024).
Managers also encounter a mixture of opportunities and pressures. While remote work can strengthen trust-based leadership, improve flexibility, and support more efficient time management, it can also make it harder to identify early signs of disengagement and contribute to emotional strain and boundary blurring. These challenges highlight the importance of intentional communication and clear expectations.
At an organisational level, remote work offers cost savings, wider access to talent, and potential productivity gains, yet also introduces risks related to reduced oversight, weakened culture, and cybersecurity vulnerabilities. 
Overall, the research suggests that remote work can be highly effective, but only when supported by strong structures, clear boundaries, and robust systems that protect well-being, performance, and organisational stability.

[bookmark: _Toc225083887]6. Reflection using a recognised model
Reflection is essential in professional practice as it enables individuals to evaluate their actions, recognise strengths and weaknesses, and plan for future improvement. After completing my research into remote management, I used Kolb (1984) reflective model to analyse how I approached the assignment and identify how I can adapt my study practices in the future.
Concrete Experience
When completing the assignment on the advantages and disadvantages of remote management, I found myself opening multiple research papers at the same time. I also began structuring the assignment before collecting and organising all the references I needed. This resulted in a cluttered workspace, an unclear research process, and difficulty maintaining focus.
Reflective Observation
Looking back, I realised that I was disorganised and easily distracted. I felt frustrated and overwhelmed because I struggled to regain control of the process and was tempted to restart the assignment entirely. This led to procrastination and a drop in motivation. I also noticed that constantly switching between too many sources made it harder to identify key information and contributed to cognitive overload.
Abstract Conceptualisation
Research by Valente et al., (2024) suggests that ineffective time management and inadequate organisational skills can contribute to procrastination. Setting short and long-term goals can improve focus and increase motivation by creating a sense of achievement. This supports my realisation that my lack of planning contributed to procrastination. Miyake & Kane (2022) argue that cognitive overload and emotional avoidance are linked to procrastination, explaining why opening too many papers at once increases stress. Using a matrix system to organise information would therefore help reduce overload and improve clarity.
Active Experimentation
Drawing on this research, I will categorise my work into short and long-term tasks. At the start of each week, I will map out realistic long-term goals and break them into smaller tasks. For example, a long-term goal might be to complete the employee section of an assignment, with short-term tasks such as researching three advantages and drafting the section. I will also limit the number of research papers I open at one time and use a matrix table to organise key findings before moving on. I will use a focus timers for 20 minutes of work, followed by a 5 minute break. This will help to maintain my concentration and reduce emotional avoidance, as suggested by Miyake & Kane (2022).

From this reflection, with the use of Kolb (1984) reflective model, I have been able to recognise the difficulties I experienced and understand why they occurred. Using the model has enabled me to assess how to address difficulties effectively by guiding me through the process. It has assisted me with planning practical measures such as, limiting the number of papers and sources used at one time, using a matrix system, setting a structured goal and applying focus timers, which will improve my academic practice in future assignments. 
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