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[bookmark: _Toc224481805]1 Introduction 

Remote management refers to the leadership and coordination of employees who work away from traditional office settings, supervision relies on digital tools to maintain communication, performance oversight and team cohesion. Effective remote management requires leaders to adopt behaviours that strengthen connection, clarity and shared identity despite reduced face‑to‑face interaction. Recent research shows that identity‑based leadership behaviours are central to sustaining engagement and team connectedness in remote workplaces (Shi et al., 2024).

Managing remotely in the workplace has become common practice, quantitative data tells us approximately 40% of UK workers, work at home at least some of the time (Statista.2026).
With this knowledge, the importance of being good at managing teams remotely cannot be underestimated, employee’s, the employer and the business have a vested interest in the success of remote working. 

High quality research is strengthened through the combined use of qualitative, quantitative, primary and secondary methods. Qualitative research provides rich, interpretive insights into human behaviour and organisational culture, enabling deeper understanding of underlying issues (Gioia et al., 2020; Bansal et al., 2018). In contrast, quantitative research produces measurable and statistically analysable data that supports objective evaluation and performance comparison (Breslin & Gatrell, 2020). Secondary research synthesises pre‑existing sources such as academic literature, industry reports and organisational records, offering essential context, theoretical grounding and benchmarking (APA PsycNet, 2026). Primary research complements this by generating original, context‑specific data directly from participants, ensuring findings are current, relevant and empirically robust (Aguinis & Solarino, 2019). Collectively, these approaches enhance analytical rigour and support evidence‑informed leadership and management practice (Bapuji et al., 2020).

One note of caution runs like a seem through the literature I have referenced above, the research must follow a specific methodology, they suggest that without this structured methodology questions should be raised about the quality and trustworthiness of the reviews.

This report analyses Q1 academic research on remote working, from google scholar and consensus. using various search terms that always included the term, Q1 literature and for most of the searches I also used the search term, post Covid. The research was analysed using the CRAAP method. The research I have carried out evaluates the implications for employees, managers and organisations, and integrates workplace examples, to demonstrate practical application. No primary research was used in this assignment, the assignment criteria did not request I carry out my own primary research. Such as qualitive studies. The criteria asked for secondary research, preferably from peer reviewed Q1 studies. The assignment concludes with a structured reflection using Kolb’s experiential learning cycle to explore what has been learned about managing remotely and how this learning will inform future practice. 


[bookmark: _Toc224481806]2     Employee 
[bookmark: _Toc224481807]2.1 Advantages for Employees
Remote working offers employees greater autonomy, improved work–life balance and reduced commuting demands, which collectively enhance wellbeing and job satisfaction. Evidence shows that remote workers also experience higher retention and lower burnout when organisations provide supportive digital infrastructures and clear communication practices. Research demonstrates that hybrid and remote arrangements significantly improve employee satisfaction and reduce quit rates without harming productivity, particularly when employees are given meaningful flexibility and access to appropriate organisational resources (Bloom et al., 2023).

[bookmark: _Toc224481808]2.2 Disadvantages for Employees
Remote working can disadvantage employees by increasing social isolation, reducing informal learning opportunities and weakening professional visibility. It may also blur work–life boundaries, leading to higher stress and emotional fatigue when digital communication demands intensify. Recent post‑pandemic research shows that remote workers experience greater psychological strain and reduced wellbeing when organisational support and social connection are insufficient, particularly in environments where communication practices are inconsistent or poorly structured (Ferrara et al., 2022).

[bookmark: _Toc224481809]2.3 Recommendations for Employees
Employees working from home can sustain a healthy work–life balance and improve productivity by establishing clear boundaries between work and personal time, such as defined working hours and a dedicated workspace. Productivity is further enhanced when employees adopt structured routines, prioritise tasks, and use digital tools intentionally rather than reactively. A Q1 paper I reviewed shows that remote workers who actively manage boundaries, maintain regular communication with colleagues, and engage in recovery activities outside work, report significantly higher wellbeing and performance, particularly when these behaviours are supported by consistent organisational practices and accessible digital resources (Ferrara et al., 2022).

[bookmark: _Toc224481810]2.4 Workplace Example
During my recent six‑month secondment, I worked two days a week in the office and three days remotely. Initially, I found the transition challenging as I did not have a dedicated workspace, which left me uncomfortable, distracted and ultimately less productive. This resulted in working longer hours to keep up with my workload. After setting up a home office, I noticed that I still struggled to maintain boundaries, often logging on early and skipping breaks. I reflected on how I was structuring my day and developed a written routine to follow. By implementing this structure, I was able to maintain my contracted working hours, improve my productivity and enhance my work–life balance. The time saved by not commuting—an hour a day, three days a week—allowed me to invest more in personal activities rather than extending my working day, which significantly improved my overall wellbeing and contributed to a more sustainable remote working pattern.

[bookmark: _Toc224481811]3 The Manager

[bookmark: _Toc224481812]3.1 Advantages for Managers
Managers benefit from leading remote workers because it allows them to allocate work more flexibly, focus on outputs rather than presenteeism, and access a wider talent pool unconstrained by geography. Remote arrangements also enable managers to reduce time spent on low‑value supervisory tasks, as employees often demonstrate greater autonomy and self‑management when working from home. Recent research shows that managers overseeing remote teams report improved team performance, stronger trust‑based relationships, and greater efficiency when clear structures and communication practices are in place, particularly when these practices are supported by consistent organisational expectations and well‑designed digital systems that facilitate coordination (Bhat et al., 2023).


[bookmark: _Toc224481813]3.2 Disadvantages for Managers
Managers face several disadvantages when leading remote workers, including reduced opportunities for spontaneous communication, which can make it harder to detect emerging issues and provide timely support. Remote management also increases coordination demands, requiring more structured communication and deliberate relationship‑building to maintain team cohesion. Post‑pandemic research shows that managers often experience higher cognitive load and greater difficulty monitoring wellbeing and performance when teams are dispersed across remote settings, particularly when organisational expectations are unclear or digital communication channels are inconsistently applied (Felstead et al., 2003).



[bookmark: _Toc224481814]3.3 Recommendations for Managers
Managers can more effectively support remote workers by establishing clear communication routines, setting explicit expectations, and using structured check‑ins to maintain alignment and trust. Providing autonomy while ensuring access to resources, wellbeing support, and opportunities for social connection helps sustain performance and engagement in dispersed teams. A Q1 paper from the Asia Pacific Journal of Human Resources recommends that managers adopt intentional communication strategies, promote boundary‑setting, and actively monitor team wellbeing to reduce overload and maintain productivity, particularly in environments where employees face competing demands and require consistent guidance to navigate the complexities of remote work (Chan et al., 2022).


[bookmark: _Toc224481815]3.4 Workplace Example

During a recent secondment, I was tasked with supervising a team of six field‑ and office‑based staff. To support productivity and wellbeing, I held an initial in‑person meeting where we discussed our priorities, clarified expectations and explored how we wanted to structure our working week. Topics included the business metrics we were required to meet, whether we aimed to achieve or exceed them, and how we could organise our time to work effectively as a dispersed team. 

The team expressed a strong desire to exceed expectations and shared frustration that the previous supervisor had enforced five days a week in the office, while personally attending only two. I used this feedback to co‑create a performance framework. If we exceeded our targets, we would work together in the office for two days a week, with the remaining days managed autonomously. We reviewed performance weekly during our office days, which helped maintain accountability, transparency and alignment. This approach proved successful, the team exceeded the business metrics and reported improved morale and wellbeing, the team feedback, that the new working arrangements gave them a greater sense of autonomy and a fairer, more consistent working arrangement that better reflected their needs. The advantage for the manager was a higher performing team, an engaged and motivated team. This reduced the management burden and allowed me to focus on mid and long term strategy, rather than day to day operations.

.
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[bookmark: _Toc224481817]4.1 Advantages for Companies
Companies benefit from remote working because it reduces overhead costs, enables access to wider talent pools, and increases organisational agility. Remote work models also improve retention and engagement by offering employees greater flexibility, which strengthens employer attractiveness in competitive labour markets. Ferrara et al, 2022, recommends organisations adopt remote and hybrid arrangements, in the meta study review suggests organisations report improved performance, lower turnover intentions, and enhanced employee wellbeing, particularly when these arrangements are supported by robust digital infrastructures, clear organisational policies, and leadership practices that promote autonomy, trust and sustained communication. 
The meta study paraphrased in this paragraph, followed PRISMA methods to review the research from 20 quantitative peer reviewed studies, meta studies are considered reliable because they systematically summarise the totality of evidence. The quality of studies selected for the meta research can negatively affect the outcome of the study, because of this, there is now a strong emphasis on standard checklists, such as PRISMA, ARMSTAR, MMRQG, to judge whether a meta study is high quality and the findings trustworthy (Gurevitch et al., 2018).

[bookmark: _Toc224481818]4.2 Disadvantages for Companies
Companies face several disadvantages when adopting remote working, including reduced opportunities for informal communication, which can weaken organisational culture and slow knowledge sharing. Remote work also increases coordination complexity, requiring more structured communication systems and greater managerial effort to maintain alignment and monitor performance. A paper from 2022, highlights that organisations often struggle with maintaining engagement, ensuring consistent productivity, and supporting employee wellbeing when workforces are dispersed, particularly when digital infrastructures are inconsistent or organisational expectations lack clarity, creating additional challenges for sustaining cohesion, collaboration and shared organisational identity across distributed teams (Andersone et al., 2022).

[bookmark: _Toc224481819]4.3 Recommendations for Companies
Companies can strengthen the effectiveness of remote working by investing in digital infrastructure, establishing clear communication protocols, and redesigning workflows to support asynchronous collaboration. Organisations should also provide training for managers and employees to build digital competencies, maintain team cohesion, and prevent overload. Research reviewed for this paragraph utilised, primary qualitative studies and recommends that companies adopt intentional communication strategies, promote wellbeing initiatives, and implement structured performance systems to ensure remote work remains productive and sustainable, particularly as organisations navigate increasingly complex operational environments that require consistent coordination, equitable resource distribution, and leadership practices that reinforce clarity, accountability and long‑term organisational resilience (Andersone et al., 2022).
The below line graph gives a visual representation of the percentage of people working from home, wholly or in a hybrid fashion from 2014 to 2025. The data is from the ONS using UK only, data sets.
Since the Covid pandemic, working from home has risen sharply. Predictions for 2026 suggest that 40% of workers will work from home either completely or in a hybrid model. It could be argued that this trend will continue in the long term. This reaffirms the importance companies to utilise leading information and technologies to achieve the best outcomes for all when it comes to working from home.
.  
[image: wfh_line_chart.png]

[bookmark: _Toc224481820]4.4 Workplace Example
Having spent the early part of my career leading remote, site‑based employees, I developed strong capabilities in managing teams that I only saw once or twice a week. Communication was maintained through frequent phone contact, and staff were encouraged to visit the main office whenever a face‑to‑face discussion was required. When I later transitioned into a leadership role managing previously office‑based staff remotely, I drew heavily on this experience, as I was already accustomed to achieving goals and maintaining performance with teams I did not physically see daily. 
My review of the academic literature revealed a notable gap. I was unable to identify Q1 research that explicitly draws on decades of remote management practices from field‑based environments to inform the remote management of office‑based employees. This suggests that a substantial body of practical knowledge, developed long before the pandemic normalised remote work, has been largely overlooked within contemporary academic discourse, highlighting an important opportunity for future research to integrate these longstanding managerial insights into modern remote‑working theory.


[bookmark: _Toc224481821]5 Conclusion
[bookmark: _Toc224481822]Remote working has become an established feature of modern organisational practice, and its impact on employees, managers and companies is now well documented across contemporary research. The evidence reviewed in this assignment demonstrates that remote working offers clear advantages, such as increased autonomy, flexibility and organisational agility. While also presenting challenges related to communication, wellbeing, performance oversight and the maintenance of organisational culture. High‑quality Q1 academic studies highlight that the effectiveness of remote working is shaped not simply by technology, but by the behaviours, structures and leadership practices that support it. This reinforces the importance of evidence‑informed management, where qualitative, quantitative, primary and secondary research collectively strengthen understanding and guide decision‑making. 
The workplace examples included in this assignment illustrate how research insights translate into practice, particularly the value of clear expectations, structured communication and fair, transparent leadership. Notably, the literature review also revealed a gap in academic research. despite decades of remote management experience within field‑based environments, this knowledge has not been fully utilised to inform the management of office‑based remote staff. This suggests an opportunity for future research to draw on long‑standing practical expertise to enrich current theoretical perspectives. Overall, the findings emphasise that successful remote working requires intentional leadership, robust communication systems and a commitment to employee wellbeing. As organisations continue to adapt to hybrid and remote models, the integration of academic evidence, artificial intelligence, with reflective professional practice will remain essential for sustaining performance, engagement and organisational cohesion.

6 Reflection using a recognised model

I have used KOLB (1984) as a structured method, to reflect on my experience of remote working. KOLB’s experiential learning cycle is described as an effective tool, it links real workplace experience to structured reflection, helping learners turn practice into insight and improving performance. Its iterative stages encourage greater self-awareness and adaptive behaviour. Research supports its value as a robust reflective framework in professional development Kolb, A. Y., & Kolb, D. A. (2008). 

[bookmark: _Toc224481823]6.1 Concrete experience
I recently had the opportunity to run a team remotely, working two days a week from the office and three days a week from home. I accepted the opportunity enthusiastically and initially believed that working from home would not affect my productivity or overall performance. However, once I began working remotely, I found myself operating from my kitchen table on a single screen rather than using my usual dual‑monitor, DSE‑compliant workstation. 
By the end of my first day, I experienced noticeable neck pain and eye fatigue, which directly affected my concentration and task efficiency. I completed significantly less work than I would normally achieve in the office. Leaving my project behind schedule and placing me at risk of missing an important deadline. To compensate, I worked beyond my contracted hours and logged on early the following morning, demonstrating how inadequate home‑working arrangements can quickly undermine wellbeing, reduce productivity, and create unsustainable working patterns.

[bookmark: _Toc224481824]6.2 Reflective observation	
I felt naive that I had not realised how difficult working without a suitable workstation would be, nor how significantly it would affect both my productivity and health. The advantages of working from home, such as the additional time gained from not commuting, were quickly eroded by the need to work longer hours to meet deadlines. The unproductive workstation and environment I found myself working in, began to affect my wellbeing. I was losing sleep and overthinking the challenges I was facing, which further reduced my capacity to work effectively. On reflection, my previous DSE training should have forewarned me that my workstation would cause physical issues, yet I had not anticipated the extent, to which it would also undermine my productivity. DSE matters: poorly designed workstations increase the risk of musculoskeletal disorders, eye strain and fatigue, directly affecting wellbeing and performance (Robertson, Ciriello & Garabet, 2013).



[bookmark: _Toc224481825]6.3 Abstract conceptulisation
A study carried out by Gibbs et al. (2021) suggests that poorly set‑up home workstations can reduce productivity by up to 8–19%. In my experience, the impact was considerably greater; the physical discomfort I was experiencing, combined with the pressures of falling behind on a deadline, began to affect my mental health. The additional hours I worked effectively negated any benefits I had initially associated with home working. The situation became unsustainable and required corrective action in the form of a properly designed workstation placed in an area of my home that minimised distractions. The problems I encountered can be directly explained by the inadequacy of my workstation. Fernandes and Salgueiro (2022) argue that the risks of working at home compared to the office are no greater in the medium to long term, provided workstations are appropriately designed. This aligns with broader ergonomic theory, which emphasises that productivity, wellbeing and cognitive performance are closely linked to the quality of the physical work environment.
[bookmark: _Toc224481826]6.4 active experimentation
In the future, I will ensure that I work on a workstation set up in accordance with a robust DSE assessment. I will also ensure that all team members who work remotely complete a DSE assessment every six months using the company’s DSE system. Any team members working from home for the first time will be required to complete an assessment before beginning remote work. The purpose of these assessments is to ensure that staff have an environment that supports their health, safety and productivity. Chim and Chen (2023) suggest a link between working from home and musculoskeletal injury complaints; however, their qualitative study does not establish whether participants had completed DSE assessments. Similarly, Li and Min (2025) found that workstation design is a key factor in reducing and managing musculoskeletal discomfort while working from home. These findings reinforce the need for proactive managerial intervention, and I intend to embed routine workstation evaluations, follow‑up checks and targeted support as part of my ongoing leadership practice to prevent recurrence of the issues I experienced.
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