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Remote Managing

Introduction
Remote management has become an important way to manage people, especially since the COVID-19 pandemic in 2020. All office-based companies had to combine comprehensive technology and communication to allow smooth transactions for their staff to work from home. This report will use academic resources to annualize the challenges and benefits of remote management analysis techniques, which will also be examined.
While working from home, employees worried about their health and the duration of the pandemic. At the start of the pandemic, companies struggled with keeping their employees safe and transitioning to remote working. https://hbr.org/2020/06/help-your-employees-manage-their-reentry-anxiety. [Accessed 11/03/2025]
The report concludes with my reflection on the importance of effective remote management and a personal reflection on the experience of being managed remotely, using the Gibbs Reflective Cycle. Gibbs (1988)
[bookmark: _Toc192798416][bookmark: _Toc192879690]Pre-COVID-19
This data gives quantitative information before and during COVID-19. 4.7% of employees worked from home and it was relatively rare, this rose to 43.1% in April 2020 at the start of the pandemic. 40.9% of employees said they completed as much work as in the 6 months before the pandemic. 88.2 % said they would like to continue working from home in some capacity with 47.3% saying they would like to work from home permanently. https://wiserd.ac.uk/wp-content/uploads/Felstead_Reuschke_2020_Homeworking-in-the-UK_Report_Final.pdf [Accessed 11/03/2025] Some companies such as Automattic, Inc. had all their 120 employees working remotely before covid and they rarely use email and make numerous daily product improvements. Berkun (2013).
The quantitative data in the graph below clearly highlights the increase in homework assignments at the start of the pandemic in 2020. [image: A graph of a number of months
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https://wiserd.ac.uk/wp-content/uploads/Felstead_Reuschke_2020_Homeworking-in-the-UK_Report_Final.pdf [Accessed 11/03/2025].

[bookmark: _Toc192798417][bookmark: _Toc192879691]During COVID-19
Homeworking became normal during COVID-19, and official figures suggest that homeworking in the UK rose from 5% before the pandemic to around half (45%) at the beginning of the lockdown, and it continues to remain high. https://wiserd.ac.uk/wp-content/uploads/Felstead_Reuschke_2020_Homeworking-in-the-UK_Report_Final.pdf [Accessed 11/03/2025].
Benefits for employees of remote management
Fried and Hansson (2013) argue that some of the benefits of remote work can be increased efficiency, improved work-life balance, and greater benefits for employing a wider range of staff not necessarily located near the office. The benefits employees have found working from home include reduced commute time, flexibility in their work hours, and autonomy. Employees also find that managing their work and not commuting leads to a better work-life balance. This flexibility allows them to manage their workload, and no commute can often lead to less stress and also save money. This can lead to greater job satisfaction and a greater sense of well-being. Cook (2019).
The quantitative data in the graph below are the top reasons people are more productive working from home. 

https://wiserd.ac.uk/wp-content/uploads/Felstead_Reuschke_2020_Homeworking-in-the-UK_Report_Final.pdf [Accessed 11/03/2025].
Increased job opportunities can also be a benefit, as they no longer need to be located near the workplace, and some employees feel that they can get more work completed without distractions. These benefits can also lead to a higher score in the workplace survey. https://www.proquest.com/trade-journals/remote-work-pitfalls-possibilities/docview/2894346947/se-2 [Accessed 11/03/2025]
Benefits for managers remote managing
There are various benefits to managers who manage teams remotely; this can include a more diverse workforce, as they can be located anywhere in the world. The cost to the organization can also be reduced by fewer utilities and upkeep costs, which can lead to overall savings for the company. Remote managers should also build trust which will improve overall team performance, this will improve resources and build high-performing teams. https://doi.org/10.1109/HICSS.2015.51 [Accessed 11/03/2025].
While managers are aware of the pitfalls of remote working managers have found that rewards outweigh the risks.
A quantitative data study in 2015 by Stanford economist Nicholas Bloom conducted a research project that would alter how people think about remote work. James Liang a cofounder of the Chinese travel website Ctrip asked Bloom to undertake a study into the effects of call center staff working from home. 249 staff members volunteered to participate, half stayed in the office, and half worked from home. All volunteers faced the same tasks and at the end of the 9 months, the results were astonishing. They found that the home workers increased their work output by 13.5 %, the home workers were also taking fewer breaks and sickness was also less than those working in the office. https://doi.org/10.1093/qje/qju032 [Accessed 11/03/2025]. 
Employee Disadvantages of Being Managed Remotely
Isolation and the risk of burnout are some drawbacks to working from home, and it's crucial to have face-to-face structured training in place. When Communication is not face-to-face it can be challenging, misinterpretation of some information can occur when communicating by email and teams. When taking on new staff from scratch, it can be a challenge with onboarding, and all training needs to be planned to ensure a qualified workforce. https://www.proquest.com/trade-journals/remote-work-pitfalls-possibilities/docview/2894346947/se-2 [Accessed 11/03/2025]
A quantitative data study into young (18- to 35-year-olds) and older (55+ years old) carried out in 2021,https://doi.org/10.1073/pnas.2102565118 [Accessed 11/03/2025], shows how working from home affects different age groups. The study focused on socializing and working from home before and after COVID-19. Quantitative data results are shown below.
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https://doi.org/10.1073/pnas.2102565118 [Accessed 11/03/2025], 
As evidenced by https://worldhappiness.report/ed/2021/mental-health-and-the-covid-19-pandemic/ [Accessed 11/03/2025] the research they found that remote workers were more likely to suffer from depression and anxiety issues. This was due to the isolation and work-life balance becoming difficult to maintain. The lack of communication and face-to-face interaction could lead to loneliness and harm their mental health, which could also lead to burnout. Employees also had to learn new IT skills to enable them to work remotely and this may have caused increased stress. This is especially true for the older population, who might have lower familiarity with digital means of communication. https://doi.org/10.1007/s11150-021-09573-8 [Accessed 11/03/2025] Findings show managers need to focus on health and well-being and provide a supportive environment in the workplace.
Primary qualitative data from The Working from Home Survey was adapted from the 21 Work-From-Home Survey Questions. https://www.indeed.com/career-advice/interviewing/work-from-home-survey-questions [Accessed 11/03/2025.] I gave three of my colleagues who work from home four survey questions to complete at my workplace.
Working from Home Survey	
Q 1. How can the company improve on communicating better?
The 3 colleagues felt that communication was lacking within the team and with management.
Q 2. Can you rate your satisfaction with communication with your direct manager?
The responses to this question varied among the three colleagues.
Colleague A: Overall colleagues were happy but felt that they would benefit from a more structured one-to-one to express concerns and discuss progress.
Colleague B: Felt that their manager often sends conflicting and unclear instructions, and they would like better communication.
Colleague C: Felt pleased with the communication from their manager and felt well supported working from home.
Question 3: Do you feel you have enough support from your managers and colleagues to do your job well?
Colleague A: Does feel supported by the team and by the manager and everyone is always willing to lend a hand when asked.
Colleague B: They think their manager tries their best but does not feel part of the team. We should arrange more team activities even when working from home.
Colleague C: Felt that with all the different ways of communicating within the role, they find it difficult to keep track of information sent out.
Question 4: Are you as productive at home as you are in an office setting?
Colleague A: Found they were not as productive at home as they were in the office. This was due to the distractions of family life and having children at home. The colleague did like the flexibility of working from home as no commuting saves them valuable time. 
Colleague B: Overall found that they are more productive in the office as they feel more structured as they do like the face-to-face interactions. There is always someone there if they need support and they can use the office resources.
Colleague C: Felt they were more productive as they had fewer distractions, and they have a strong work ethic and felt that it was not being affected. 
The key results of the survey were that the employees thought Communication was the key point and all felt this was lacking in management. With productivity, they all had different points of view, and this is down to personal preference and different work styles. 
Disadvantages Managers face with Remote Management
As a manager, you need to make colleagues feel part of a team, help them collaborate, and keep them motivated Burkes (2021). Some challenges when remote managing are set out below.
Effective Communication: Communication is more of a challenge in virtual teams than in a face-to-face team https://doi.org/10.1016/j.jm.2004.05.002 [Accessed 11/03/2025]. Digital meetings are not the same as face-to-face meetings, and sometimes it’s hard to get the correct information across. All communication tools should be put in place and all team members should have access to the correct channels. Communication may be by email, team chat, or phone. Individuals can work on documents online and use application sharing for learning and training. https://doi.org/10.1109/HICSS.2015.51[Accessed 11/03/2025]. Regular one-to-one interactions should be put into place to provide feedback, celebrate success and support, and set clear goals and expectations not only as a team but also individually.
Establish Clear Expectations and Goals: Ensure that everyone understands their individual and team expectations. Let the team know how you will be tracking their daily/weekly achievements. Set goals using SMART objectives, as this will encourage the team to be accountable for their actions. Everyone needs to take responsibility for their actions, as this will help them prioritize and work toward deadlines.
Building a Strong Team Culture: Building a positive team culture and having team interactions to build a team bond when working remotely is vital. We must also remember to celebrate birthdays, events, and other milestones that would typically take place in the office. Even working remotely, you can plan team quizzes, team-building activities, and competitions. Furthermore, maintaining a strong team culture is critical as it can enhance morale, particularly when welcoming new colleagues. Effective onboarding is also essential to maintain company values and communication. https://ibn.idsi.md/sites/default/files/imag_file/p-115-132.pdf [Accessed 11/03/2025].
Promote Autonomy and Trust: Managers should trust the team and enable them to carry on their work and not micromanage them. Trust works both ways. Transparent communication from a manager will have a positive impact on team-building trust. Managers should promote autonomy by allowing the team to manage their time and make their own decisions. Micromanaging a team will lead to them thinking that they are not trusted and their ability to complete the work allocated; this is why clear expectations should be in place. Colleagues like to know how they are performing, and feedback allows them to learn and grow; it can also strengthen trust.
Emphasize Work-Life Balance: Everyone should exercise discipline to fulfill their responsibilities when working from home. It is important to take regular breaks and time away from the screen. It is important to be able to shut off as sometimes home workers continue to work after their shift to complete work or achieve targets. Work-life balance improves well-being and productivity as https://doi.org/10.1007/s12144-015-9400-4 [Accessed 11/03/2025] research shows that by maintaining a balance of personal and professional responsibilities mental health can be improved as well as job satisfaction.
During COVID-19 it was not only managers that had to manage staff remotely but also it greatly affected education and teachers had to manage students in a way that was unknown to them. Teachers and students faced technology and remote learning overnight. Remote and alternate learning methods and teaching methodologies had to be implemented quickly to protect educational opportunities and prevent learning loss. Alternative education methods work differently in different situations, and many students especially underprivileged ones—disengage and lose learning, according to Reimers (2022).
Managing remotely after COVID-19
The COVID-19 pandemic meant a major change to Google in their work environment. Before COVID-19 Google had one of the best office work environments including breakfast, lunch, and dinner even bringing your dog to work day. Google believed interactions in the office led to new ideas and interventions, this all changed with COVID-19. In May 2001 20% of their workforce were permanently working from home, 20% worked remotely from other locations and 60 % could work from anywhere but not in the office. Google even allowed employees to work abroad for up to 4 weeks of the year. The hybrid approach is what most companies now offer as Google had to acknowledge during COVID-19 and have now implemented. Hybrid working has many options and has a great work-life and in-the-office balance, it can also help build relationships within the team. Offering hybrid work can gain employee satisfaction and overall performance. As work dynamics evolve, the adoption of hybrid work policies, as seen in Google's case, demonstrates the importance of adapting to changing employee needs and expectations to promote overall well-being, satisfaction, and organizational success. Cappelli (2021).
Reflection
Using the Gibbs Reflective Cycle (Gibbs, 1988), I have reflected on the experience of being managed remotely during COVID-19.
1. Description: The pandemic presented unique challenges and opportunities for remote management, requiring strong communication, adaptability, and trust. Also, technology was challenged especially for companies to keep customers' information secure and comply with Data Protection. 
2. Feelings: Being managed remotely I felt mixed emotions with feelings of the unknown as remote working was thrust upon us. In the company where I was working at the time of COVID-19, 61,228 people were employed and I can only imagine what a task it was to get us all working remotely. It took just 12 weeks for my laptop to arrive and working from home soon became normal, even staff working in branches were quickly trained and were soon multitasking where the business needed them the most. Even after COVID-19 many of the branch staff enjoyed the transition they had made and carried on working remotely.
3. Evaluation: Managing during the pandemic provided a valuable learning experience, emphasizing the importance of effective communication and trust-building between myself and my manager. The biggest impact for me while working from home was the company having a major reshuffle of staff and I was working on a team that was in another part of the country. No one knew me or anything about me really and I felt isolated at times. After COVID-19 when I was introduced back into the office and had to go in just one day a month, that was even worse as I was on my own and did feel disheartened and more isolated than working from home.
4. Analysis: Being remotely managed during COVID-19 was built on understanding the strengths and limitations of the environment in which I was able to work and adapt my skills. If I were a remote manager, I would engage with my team regularly and like to feel any member could talk to me about anything. Regular one-to-one meetings are vital to keeping individuals up to date with targets and progress.
5. Conclusion: Effective remote management during the pandemic requires strong communication, being able to handle your emotions, and adaptability. The transition to online learning was overwhelming at first, as all our training was now virtual and very different. I encountered numerous new digital platforms, which presented a challenging learning curve, leading me to question my abilities. It did not take me long to embrace the new way of learning, as I had to adapt to not only the new way of learning but also learning to take on a new role to suit the business needs
6. Action plan: When I have to manage a team remotely, I have learned that communication, emotional intelligence, and adapting to different members of the team play a big part in how to manage remotely. I will continuously improve my leadership skills through training and completing my University Course in Applied Leadership and Management in the Workplace.

Conclusion
During my research, it is important to be aware of your organization, time management skills, and communication. Being forced to manage remotely during the COVID-19 pandemic shows that things have changed in how businesses going forward are embracing the change. These changes present opportunities for many as jobs are now available to a wider workforce. It is important to understand employer-employee relationships and how to manage multiple stakeholders. Managing remotely does form a challenge for isolation and communication, but it does have the benefit of flexible working and no travel time. Hybrid working seems to have a great balance between remote working and face-to-face in the office. Effective communication, emotional intelligence, and adaptability will remain paramount for virtual leadership as remote management continues to play a major role in work environments. I feel that most people who are working remotely are continuing to work from home as the positives outweigh the negatives. I have also learned that: Communication: Is vital to share clear expectations and goals and to creating positive team building. Time management: Setting clear objectives to being productive and maintaining a work-life balance. Organization: Provides structure.
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Changing Use of the Home as a Workplace, Before and During Lockdown
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