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[bookmark: _Toc348788509]1.0 Introduction.
Trust and remote working have become central to modern organisational practice, particularly as businesses increasingly adopt flexible and technology-driven approaches to work. Trust is a fundamental element in shaping relationships between managers and employees, influencing communication, performance, and overall organisational effectiveness. Within remote working environments, where direct supervision is reduced, trust becomes even more significant, requiring managers to rely on employees’ competence, reliability, and accountability to complete tasks independently. However, trust does not operate in isolation and must be balanced with appropriate structures and control mechanisms to ensure consistent performance.
This assignment explores the concept of trust within the workplace, with a particular focus on its role in remote working contexts. It integrates academic theory with personal experience to examine how trust is developed, maintained, and, at times, challenged in practice. A key theme throughout is the balance between trust and control, reflecting the idea that effective management is not based solely on autonomy or supervision, but on a combination of both. The use of structured management tools, such as SMART objectives, is considered as a practical method for providing clarity, setting expectations, and enabling employees to work independently while remaining accountable for outcomes.
To ensure the reliability and academic quality of the sources used, the CRAAP test (Currency, Relevance, Authority, Accuracy, and Purpose) has been applied. This framework supports the selection of up-to-date, relevant, and credible sources, ensuring that the discussion is informed by accurate evidence and balanced perspectives. This strengthens the overall validity of the analysis and supports more critical engagement with the topic.
The assignment also critically evaluates the advantages and disadvantages of remote working, including benefits such as flexibility, improved work–life balance, and increased productivity, alongside challenges such as social isolation, communication barriers, and difficulties in maintaining boundaries between work and personal life. These discussions are reinforced through reflection, highlighting how trust is not a fixed concept but a dynamic process that evolves based on communication, performance, and managerial approach.
Overall, this assignment argues that while remote working can enhance both organisational efficiency and employee satisfaction, its success depends on the effective development of trust, supported by clear communication, structured expectations, and a balanced approach to management that integrates both trust and control.

[bookmark: _Toc1774694964]2.0 Personal experience with trust remote working.
I consistently ensure that the team receives clear, structured daily tasks whenever I am out of the business. I set these tasks using SMART principles so that everyone understands exactly what needs to be completed and how progress will be measured. Each task is specific, achievable, relevant to our operational needs, and expected to be completed within an appropriate timeframe.
A key part of this process is maintaining accurate daily stock counts. I take responsibility for ensuring stock is counted correctly and updated in the stock file each day, supporting reliable inventory control and reducing discrepancies across the business.
I have full confidence in my team’s ability to complete all assigned tasks remotely when I am not on site, and I make sure they have the clarity and structure needed to work effectively and independently.
Giving regular tasks when off-site both manager and team have confidence in achieving tasks remotely.

[bookmark: _Toc561907202]2.1 Trust in the workplace.
According to ADAM HICKMAN, PH.D. 2020. When managers don’t trust their employees, they often slip into micromanagement—constantly questioning decisions, focusing on mistakes, and unintentionally creating a culture where their team mirrors the same behaviours with others. Trust isn’t something you can magically summon, and swinging to the opposite extreme by stepping back completely can leave employees without the guidance they need.
A more effective approach is for managers to understand what motivates each employee by looking at their past performance and work style. With that insight, managers can partner with individuals to help them discover the methods that best support their productivity.
For instance, some employees prefer to dive into a project right away and figure things out as they go, while others need time to ask questions, reflect, and set clear deadlines before starting. Both styles are valid—if the work gets done.  ADAM HICKMAN, PH.D. 2020.

[bookmark: _Toc1721216402]2.2 Conclusion.
In summary, providing clear, structured daily tasks—especially when working off‑site—creates a reliable framework that supports both operational consistency and team confidence. By using SMART principles and maintaining accurate stock control processes, I ensure that the team has everything they need to work independently and effectively in my absence. This approach not only strengthens trust but also reduces the likelihood of errors or uncertainty.
At the same time, effective management requires understanding individual working styles and recognising that trust is built through clarity, communication, and support—not micromanagement. When managers take the time to understand what motivates their employees, they create an environment where people feel empowered to perform at their best. By balancing structure with autonomy, teams become more confident, productive, and capable of delivering consistent results, whether the manager is on‑site or working remotely.

[bookmark: _Toc1722929248]2.3 Trust to employees.
Trust can be understood as a psychological state in which one person—such as a manager—expects that another person, like an employee, will act with good intentions and follow through on commitments. These expectations relate to the other person’s skills, reliability, and willingness to do what is required (Mayer et al., 1995). In organizations, trust shows up in two main ways: vertical trust, which exists between managers and their staff, and horizontal trust, which develops among colleagues.
Researchers have explored how trust interacts with control systems in organizations. One view—the substitution perspective—suggests that trust and control operate as alternatives: when trust is high, organizations can rely less on formal controls and move toward more empowered, flatter structures. The other view—the complementarity perspective—argues that trust and control support one another and work best when used together (Costa & Bijlsma-Frankema, 2007).
Importantly, trust is not something only managers create. Employees also play an active role in building and maintaining trusting relationships with both their supervisors and their peers.

[bookmark: _Toc453193770]2.4 Personal experience with giving trust to employees and losing trust.
When giving trust to employees to succeed in the task’s given using the smart system my team does in fact follow the directions given by myself and there has been no need to micromanage individuals' employees.
The team that is in place has a good knowledge of the requirements needed and the only time trust lacks is when given a sensible time frame the task is not completed.
Retraining and micromanaging comes into play.
Tasks could include sales targets to remerchandising the store in my absence.

[bookmark: _Toc81391016]2.5 Summary.
In summary, trust emerges as a fundamental component of effective organisational functioning, shaping both interpersonal relationships and managerial practices. The literature highlights trust as a psychological state grounded in positive expectations about another person’s competence, integrity, and reliability, operating across both vertical (manager–employee) and horizontal (peer–peer) relationships. The interaction between trust and control is multifaceted, with scholars suggesting that trust may either substitute for formal control mechanisms or work alongside them to enhance coordination and accountability.
The practical experience discussed reflects these theoretical insights. When employees are given clear expectations through structured systems such as SMART goals, they generally perform effectively without the need for close supervision. This reinforces the idea that trust can empower employees and reduce the necessity for micromanagement. However, when tasks are not completed within agreed timeframes, trust can weaken, requiring managers to reintroduce elements of control, such as retraining or closer oversight. These experiences illustrate the delicate balance between trust and control that organisations must navigate. Ultimately, sustaining trust requires consistent communication, shared understanding, and mutual accountability across all levels of the organisation.

[bookmark: _Toc492528416]2.6 Reflection.
Reflecting on the role of trust within managerial practice highlights its significance as both a relational and operational mechanism within organisations. The theoretical literature positions trust as a foundational element that shapes employee behaviour, managerial decision‑making, and overall organisational effectiveness. My experience aligns closely with these insights. Providing employees with clear expectations through structured systems such as SMART objectives has demonstrated that trust can enhance autonomy, accountability, and performance. At the same time, instances where tasks are not completed within agreed timeframes illustrate the conditional nature of trust and the need for managers to recalibrate their approach by reintroducing elements of control, such as retraining or closer supervision. This reinforces the argument that trust and control are not mutually exclusive but must be balanced to maintain both efficiency and relational stability. Overall, this reflection underscores that trust is not a static attribute but a dynamic process requiring ongoing communication, clarity, and mutual responsibility. It also highlights the importance of understanding individual working styles to ensure that trust is supported by appropriate managerial structures, ultimately contributing to a more effective and resilient team environment.
[bookmark: _Toc689427908]3.0 Advantages and Disadvantages of Remote Working.
Remote working has become an increasingly significant feature of modern employment, particularly following global shifts that accelerated the adoption of digital technologies. Organisations across many sectors have incorporated remote work into their operations, allowing employees to perform tasks outside traditional office environments. While this transformation offers a range of advantages, it also introduces several challenges that must be carefully evaluated. This essay critically examines the key benefits and drawbacks of remote working, drawing on academic and institutional research, and concludes with a brief reflective perspective. 
One of the primary advantages of remote working is the flexibility it provides. Employees are often able to organise their schedules in ways that better accommodate personal responsibilities and individual preferences. This autonomy can significantly improve work–life balance and increase job satisfaction (OECD, 2020). For example, individuals can adjust their working hours to manage family obligations, pursue further education, or engage in personal interests. This flexibility is particularly beneficial for employees with caregiving responsibilities or those who find rigid working hours restrictive. As a result, remote working can contribute to improved well-being and reduced stress levels. 
Another major benefit is the elimination of commuting. Daily travel to a workplace can be time-consuming, costly, and physically demanding. Remote working removes this requirement, allowing employees to save time and reduce transportation expenses. In addition, reduced commuting contributes to environmental sustainability by lowering greenhouse gas emissions and decreasing traffic congestion (International Energy Agency, 2021). This aligns with global efforts to reduce environmental impact and promote sustainable living. The time saved from commuting can also be used more productively, whether for work-related tasks or personal development. 
Remote working has also been associated with increased productivity in many cases. Research conducted by Stanford University found that employees working from home often experience fewer interruptions compared to those in office environments (Bloom et al., 2015). This allows individuals to focus more effectively on their tasks and complete work more efficiently. Additionally, remote workers may benefit from personalised workspaces that suit their preferences, further enhancing productivity. However, it is important to recognise that productivity outcomes can vary depending on individual working styles and home environments. 
Cost savings represent another important advantage of remote working. Employees benefit from reduced expenses related to transportation, meals, and work attire. At the same time, organisations can significantly lower operational costs by reducing their reliance on physical office spaces. This includes savings on rent, utilities, and maintenance. According to Global Workplace Analytics (2022), businesses that adopt remote working arrangements can achieve substantial financial efficiencies. These savings can be reinvested into other areas, such as employee training, technological improvements, or business expansion. 
Furthermore, remote working expands access to employment opportunities. By removing geographical constraints, organisations can recruit talent from a broader labour market, often on a global scale. This can increase diversity within the workforce and enable organisations to select the most qualified candidates regardless of location. Similarly, employees can apply for positions that would otherwise be inaccessible due to distance. The World Economic Forum (2020) highlights that remote working is reshaping the global labour market, making it more interconnected and inclusive. 
Despite these advantages, remote working also presents several notable disadvantages. One of the most significant challenges is social isolation. In traditional office settings, employees benefit from regular face-to-face interaction with colleagues, which helps build relationships and foster a sense of belonging. Remote working reduces these opportunities, potentially leading to feelings of loneliness and disconnection. The American Psychological Association (2021) notes that prolonged isolation can negatively impact mental health, increasing the risk of anxiety and depression. This issue is particularly relevant for individuals who live alone or rely heavily on workplace interactions for social engagement. 
Communication difficulties also represent a major drawback of remote working. Although digital communication tools enable remote collaboration, they are not always as effective as in-person interactions. Non-verbal cues such as body language and tone of voice may be less visible, increasing the likelihood of misunderstandings. The Harvard Business Review (2020) emphasises that remote teams often face challenges in maintaining clear and efficient communication. These issues can affect teamwork, decision-making, and overall productivity. Additionally, working across different time zones can further complicate communication and coordination. 
Another important disadvantage is the difficulty of maintaining clear boundaries between work and personal life. In a remote working environment, the physical separation between the workplace and home is removed, making it more challenging for employees to disconnect from work. This can result in longer working hours and an increased risk of burnout. The World Health Organization (2021) highlights the potential health risks associated with overworking, particularly in remote settings where employees may feel pressure to remain constantly available. Without clear boundaries, the flexibility of remote working may lead to negative consequences for both productivity and well-being. 
Technical issues and infrastructure limitations also pose challenges for remote working. Effective remote work depends on access to reliable technology, including high-speed internet, appropriate devices, and secure digital systems. However, not all employees have equal access to these resources. The International Labour Organization (2020) emphasises that disparities in technological access can create inequalities in remote working experiences. Technical disruptions, such as connectivity issues or system failures, can also reduce productivity and cause frustration. Organisations must therefore invest in adequate technological support to ensure smooth operations. 
In addition, remote working can negatively impact team cohesion and organisational culture. In traditional workplaces, informal interactions—such as conversations during breaks or spontaneous collaboration—play an important role in building relationships and fostering a sense of community. These interactions are often limited in remote environments, which can weaken team bonds over time. According to MIT Sloan Management Review (2021), reduced face-to-face engagement can lower employee motivation and collaboration. This may ultimately affect organisational performance and long-term success. 
Remote working may also create challenges in terms of management and performance evaluation. Managers may find it more difficult to monitor employee progress and provide feedback in a remote setting. This can lead to concerns about accountability and productivity. At the same time, employees may feel that their contributions are less visible, which can affect motivation and engagement. To address these issues, organisations must develop new strategies, such as outcome-based performance measures and regular virtual check-ins, to effectively manage remote teams. 
3.1 Reflection 
Looking at both the advantages and disadvantages, remote working appears to offer clear benefits, especially in terms of flexibility and convenience. However, it is also clear that it does not work equally well for everyone. Some individuals may enjoy the independence it provides, while others may struggle with isolation or maintaining focus. In my view, a hybrid approach that combines remote and in-person work would be the most effective solution, as it allows people to benefit from flexibility while still maintaining social interaction and teamwork. 
3.2 Conclusion 
In conclusion, remote working represents a significant transformation in modern employment, offering both important advantages and notable disadvantages. While it provides flexibility, cost savings, increased productivity, and access to global opportunities, it also introduces challenges such as social isolation, communication difficulties, blurred work–life boundaries, and technical limitations. The reflection further highlights that individual preferences and organisational strategies play a key role in determining its effectiveness. By adopting balanced approaches and investing in appropriate support systems, organisations can maximise the benefits of remote working while minimising its drawbacks. 
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