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Managing remotely is the way and here in my induction I am going to show my findings. I will try my best to research as possible and findings I can to if remote managing is, he way forward.
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So, I have been researching managing remotely, enterprises across the world are moving toward remote working. the new reality of work from anywhere will change in workplaces and management styles.  help facilitate remote-worker productivity during this challenging time.  The coronavirus pandemic is expected to change the way we work in future. As organizations suggest to those that display Covid-19 symptoms to have to self isolate, remote work has become the new style of working. So, we ask our self’s what is remote work? “Remote work” is when individuals, teams, employees, or independent contractors, to accomplish a shared organizational purpose, work from anywhere example at home, or outside.  other than at their place of work or employment. This results in individuals or teams having to communicate largely over virtual teams or zoom meeting ect. The expectation is that modern technology will enable us to maintain connectivity and to conduct their business without sacrificing standards of performance and collaboration, even though we may be dispersed geographically. Some remote workers are full-time, others may have the flexibility to work remotely when they choose, and then there are those with no choice as is the case with the periods of enforced lockdown coupled with social distancing during the 2020 pandemic. 
Remote working is one area in which leading organizations must develop new capabilities. Once considered a nice-to-have option and a lure for attracting top talent, remote working is suddenly a strategic imperative both to keep the enterprise safe and running at a minimum level today, and to prepare for how work will get done in the future. If work from anywhere becomes a standard way of operating in the future, organizations will have to create new process that address multiple areas.
The manages must also expand in a remote work. Managers are learning about how to lead employees who are working nowhere near campus. One change that experts are pointing to is that managers must lay out the new priorities of the workplace. Some tasks, for example, will be too difficult to tackle from home, and workers should not waste their time and productivity trying. So, whereas there are some god points about remote managing there are also so some bad ones to. Many organizations are trying to their heads above water. The thought of adding even more of burden by having to rethink remote working options and technologies could be a tough ask. Remote workers in different locations have different ways of communicating, and if you don’t provide them with one option, important messages will get lost. You’ll find you spend most of your time trying to find random messages in email, teams, Facebook messenger, etc., rather than getting the work done. Some organizations have not been set up for this. People are wondering what is going on with the company, with their objectives, with their clients, and in their environment as a result of this shift to remote work. Interventions should address soft (psychological) and hard (technological) issues, such as willingness and confidence as well as ability to execute. Employees should be made aware of the need and reasons for the change to remote work; next at both the individual and group levels the wanting to, desire or motivation for change must be addressed through providing an understanding of “what is in it for them”; as the change to remote work moves into implementation, knowledge about the change needs to be developed and questions must be answered around what the change will “look, feel and sound like”; next the resources and capability to implement or execute must be provided and developed; and lastly, the change to remote work must be reinforced to prevent things going back to the old behaviors and ways of operating. 
Another bad reason why remote learning isn’t the way forward, when you have a team of employees working all over the place, it’s impossible to keep track of them. And, if you leave it up to them to turn in their hours, you have no real way of guaranteeing that their hours are correct. Covid-19 has thrust many leaders into remote management which requires a different skill set than face-to-face management. They have been forced to make this change quickly, and for the most part, without training. While some jobs have proven adaptable, many sectors are not well-suited for the remote environment and many workers have home lives that to hard to work from. As a result, some managers may be finding their roles more difficult than before — and making their subordinates’ lives more stressful as they struggle to adapt to change.
Even prior to the pandemic, managing teleworkers presented unique obstacles. Research shows that managers who cannot “see” their direct reports sometimes struggle to trust that their employees are indeed working. When such doubts creep in, managers can start to develop an unreasonable expectation that those team members be available at all times, ultimately disrupting their work-home balance and causing more job stress.
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According to some organizations About 40% of the 215 supervisors and managers in their study expressed low self-confidence in their ability to manage workers remotely. Twenty-three percent of managers disagreed with the statement “I am confident I can manage a team of remote workers” and another 16% were unsure about this ability. Similar numbers reported lacking the confidence to influence remote workers to do their job well and coordinate a team of remote workers effectively. These findings suggest a lack of self-efficacy for managing remote working, with self-efficacy referring to the belief in one’s own ability to master challenging situations.
A similar proportion of managers had negative views about remote workers’ performance. Thirty-eight percent of managers agreed that remote workers usually perform worse than those who work in an office, with 22% being unsure. Though it is encouraging to see that not all managers who participated in our survey shared this belief, with 40% disagreeing, the fact that, together, more than half of respondents agreed or were unsure suggests that many still have rather negative views about this work practice.
Many managers were also dubious about whether remote workers can remain motivated over time, with 41% agreeing with the statement “I am sceptical as to whether remote workers can stay motivated in the long term” and a further 17% being unsure. Altogether, the picture is not a clear one, suggesting a substantial number of managers have low confidence in their capability to lead remotely, have rather negative views about this work practice, and distrust their own workers.
The wider context that the manager operates within was just as important as the demographic factors. First, for those managers who reported that their organization provides little support for flexible working, the level of self-efficacy for managing remote workers was lower. It seems that when a company is genuinely committed to flexible working, they provide practical support (e.g., training) and they convey positive messages of openness about this work practice (e.g., a willingness to be flexible about the specific arrangements), both of which appeared to increase managers’ self-efficacy for leading remote workers.

 My conclusion 
In researching this report, it has become clear that there is no single skill set which will guarantee successful remote managing. Successful people in business will utilise a combination of skills, both academic and those gained through employment experience, such as strong organisational skills., the ability to work as part of a team, the ability to conduct thorough research and to use those findings to drive through real change in a business setting. These skills can be seen in any business that has already been on remote managing systems. successful leaders are marked by their ability to learn from mistakes, crises and from unexpected complications. The best managers use these unfortunate circumstances to reflect on what went wrong and ultimately the best way to resolve it. 
I could of went emailed a few more business and got a bit better of and idea how they operate on a daily basis and what’s what.
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