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1. INTRODUCTION. 
This assignment will discuss the impact of managing a dispersed team. It will attempt to evaluate the difficulties that may be encountered by management who look after a team of people who are office-based, home-based and field-based. It will examine the complications that may arise for someone whilst they are managing a team from their home environment and it will consider what strategies may need to be undertaken to overcome these difficulties whilst trying to organise and manage such a diverse team. 
|[pic] | 

2. MANAGERIAL DIFFICULTIES. 
Managing employees who are not solely office based has many problems that may be encountered. It is clear that the main difficulty of managing these types of teams is likely to be one of trust (Lupton & Haynes 2000). Managers are historically, suspicious of workers whom they cannot see, fearing that they may not be working to their full potential. The demographics of managing a team of office-based, home-based and field-based workers appears to put a threefold problem into the equation. Learning to manage from a distance means having to let go of the reins and start trusting your team. 

Tapsell (1999) suggests that if rules are not laid down for people who are working away from the office, difficulties could arise with staff who may feel that they are not correlated to the office and the rest of the team. Individuals could feel that there are problems in building relations with the rest of the team because of the remote nature of the job and a decreased opportunity to develop ones career. They could become stressed if based at home, believing that they cannot escape the workplace and also feel that they have less control over what happens with people from and the events occurring at the office (Barruch 2000). 

Another problem which could arise is security of confidential information (Raiborn & Butler 2009). Any security breaches could result in the company having to pay out huge sums of money in damages to their customers and clients. There have been some well documented cases recently of people having laptops stolen from their cars or being left on public transport containing highly sensitive information, which, if it got into the wrong hands could have an enormous impact on the company and their clients. A search on the BBC News website brings up a list of cases where sensitive information has been stolen along with laptops, memory sticks and Blackberries, all holding sensitive material ranging from medical, schooling and police files. 

Also observed are the costs that need to be incurred to set up and keep up to date the telecommunicating networks that would be vital for the teleworker to keep in contact with the rest of the team and up to date on their work schedule. Software licences, internet access, mobile phones, video conferencing facilities, copiers/fax machines, printers would all need to be purchased for the employee to work most efficiently. This would involve a huge amount of input from the IT department and a considerable sum of money. 

Employers also need to be aware of laws protecting employees, for instance, the working time directive, which limits the hours a person should spend at work and the length of time between each shift. There are also Health and Safety laws to consider. The website, Flexibility, produced the following table of guidelines to comply with when introducing Teleworking to their business. 

|Making an initial risk assessment |This may be, but need not be, carried out by a specialist. | 
| |Self-assessment carried out by the teleworker may be | 
| |appropriate, particularly where teleworking activity is | 
| |limited, or where intrusion into the home is not welcomed. What| 
| |is important is that a coherent and comprehensive | 
| |audit/assessment is made, and that appropriate action is taken | 
| |if required. | 
|Understanding the legal framework |In particular, the Health and Safety at Work Act (1974) and the| 
| |regulations covering working with screens (VDUs) apply. The | 
| |general principle is that the same regulations that apply in a | 
| |"normal" workplace also apply at home, and the employer is | 
| |bound to act in accordance with them. | 
|Create an ergonomically sound working environment |Many aspects of this are covered in the European Display Screen| 
| |Directive 90/270/EEC - covering items such as nature and | 
| |brightness of screen, position and characteristics of keyboard,| 
| |lighting levels, furniture and posture. Room temperature and | 
| |ventilation are also important, as in any office. | 
|Watching the time!  |Certain regulations about working time will apply: from the | 
| |Working Time Directive to taking screen breaks at intervals. | 
| |The key difference teleworking may bring about is that the | 
| |worker is likely to be on their own - so ensuring this happens | 
| |is likely to be a combination of self-discipline and remote | 
| |management procedures. | 
|Electrical safety |It is important to ensure that equipment is safe, and that the | 
| |available sockets and power supply are adequate for the IT | 
| |installed. Care is also needed to ensure that there are no | 
| |trailing cables that might constitute a danger. | 
|Other equipment hazards |Hazards may arise from use or misuse of other equipment, such | 
| |as using a telephone continuously without a headset, or using a| 
| |mobile phone while driving.  | 
|Third party safety |The risk assessment and working practices should also take | 
| |account of potential danger to third parties - whether other | 
| |household members or visitors.  | 
|First Aid |Employers also need to ensure that they supply adequate first | 
| |aid provisions for homeworkers (what this is will vary with the| 
| |job)  | 
|Training  |As in a traditional workplace, training in health and safety | 
| |issues is advisable for teleworkers - covering issues as | 
| |outlined here and contained in the telework H&S policy. | 
|Reporting, monitoring and follow-up |Employees have a duty to report and keep a record of | 
| |work-related accidents, injuries and incidents. Employers also | 
| |must not see health & safety as a one-off concern at the time | 
| |of set-up. They must see that periodic assessments are made, | 
| |and also when new equipment is introduced or the nature or | 
| |location of the teleworking are modified. | 

Health and safety of employees must be paramount and training may be needed for both sides to understand what is expected of them. The organisation needs to show how management can have the well-being of employee safety firmly established and made known that it is important to work in a safe and hazard-free environment. 

Isolation is another issue which may arise when working away from the office. Working alone could make the employee feel left out of important decisions and with a sense of loneliness and seclusion. This could result in people becoming stressed or even depressed, because they miss the social side of going into work and interacting with other people on a daily basis. Staff may also feel that they are being overlooked for promotion because they are not networking with their co-employees and they may also feel a loss of status with their contemporaries. 

Choosing the right person for the job should be a priority because teleworking does not suit every personality. A work schedule which suits the individual should be considered and tailored to fit the needs of both the employee and the organisation. Terms and conditions set out for office based staff may not be suited to those who are home-based or field-based and as such would need to be re-aligned to suit the individual. This would need to be done with advice and help from the HR department. This sort of working arrangement cannot be thrust upon staff; it should be their personal choice to work this way. 

Keeping staff on track could be an issue. A problem for those working from home is that friends and relations see the fact that a person is at home all day means that they are available for social calls. This could impede staff performance and slow down their work. Also highlighted is the problem of people over-working, not taking sufficient breaks and working well past their scheduled hours because they are not based in an office environment and therefore have no set start and finish times. 

There have also been issues with staff feeling ill yet still working. This could be because they do not have to go out to work so therefore feel obliged to carry on. Yet, if they had to travel to the office would call in sick if they were not up to work because of illness. This could be a problem because those who work when they are ill are not giving one hundred per cent to the job and could be presenting work which is not up to standard. 

3. WORKING FROM HOME - DIFFICULTIES. 
There are a number of difficulties one may encounter whilst working from home. A defined space for work will be needed and depending on the size of the home, this could be a problem. Working from home could mean a feeling of being unable to escape from work if a designated space cannot be found. It may have a negative impact on the rest of the family living in the home and be counter-productive to the organisation because of constant distractions, especially if the home is a busy family home or house-mates are flitting in and out. 

Distractions will be inevitable when working remotely. Family and friends may feel that because a person is working from home, they are able to drop by whenever they please because they do not really see home-working as genuine work (Weal 2010). Noise distractions are also a possibility. Children, pets and unexpected callers could impact on the person and cause them to under-perform. Another distraction could be that the employee gets caught up doing household chores during their working hours. It could take time for staff to adjust to the disciplines of working away from the office and knuckling down to a set routine and working to the best of their ability. 

Working away from the organisation could mean that employees are forgotten about when it comes to career advancement because they have no face-to-face contact and are not networking as they would in a central office and they may also feel left out of the culture of their organisation. This means that they may have to work harder to make their managers aware of them and for managers to notice they are a vital part of a team even though their work cannot always be seen. 

Security is a concern which needs to be taken into account. This makes sensitive information about the company and its clients liable to get into the wrong hands. This could impact on the business in a negative manner with customers feeling uncomfortable about handing over sensitive information to a company without checking that they have processes in place to protect their data and privacy. 

Putting in place and learning how to use new technology could place staff under pressure and become a substantial cost to the organisation. Some of the problems that may be encountered are; installing a separate telephone line, learning how to use video conferencing, how to set up and use remote meetings, and getting to grips with new software. What do staff do when things break down or if computers crash? These problems also create a cost for the organisation, not forgetting maintaining the equipment, there is also the cost of installing all of this new technology in the first place which could be considerable. Licences for software would also be a cost to the company (Raiborn and Butler 2009). Technical support in resolving any IT issues which arise could be time consuming for the individual and the organisation and costly for the company. 

It may be hard for some people to get motivated to start work without the formal start and finish times of an office environment and this could impact on their overall effectiveness to complete tasks which have been set. At the same time there are people who could end up working more hours than they would if they worked in a central location, this too could affect their efficiency and morale may well suffer as a result. Problems could arise with building up relationships and trust within the team due to not meeting face-to-face on a regular basis, as would happen if the team were office based. Telephone calls add other problems to the equation because the recipients of calls are unable to read body language down the telephone and e-mails cannot convey voice tones and may be misconstrued. Body language, voice tone and eye contact are all signs of how people are feeling and through which is conveyed the emotions of the moment. 

When feeling unwell home-workers tend to carry on working because they feel obliged to because they do not have to travel to an office location. This could impact on the quality and quantity of the work they do and also have an effect on morale. Feeling obliged to carry on working just because staff are at home could result in them becoming worse, therefore eventually having to take a lot more time off to recover because of this. 

4. STRATEGIES FOR OVERCOMING DIFFICULTIES. 
Setting aside a designated office space is important for those working from home because once work is finished for the day it is necessary to be able to walk away from it and return to normal home life without the prospect of work being ever present and in the way of relaxing. Also beneficial would be to set aside established working hours in which to function so a routine is in place which could mean less disruption to family life and ensure that working more hours than one should is eliminated (Morgan 2004). 

Rules and regulations should be put in place so both parties are well aware of what is expected of them. Turmel (2010) states that workload should be discussed and a written agreement should be established with input from the HR department with the following key points outlined: Health and Safety guidelines which should be adhered to, details of who to contact for certain issues, a schedule of work, an outline of day-to-day duties to be carried out, a list of equipment required for the job and who is responsible for this and the agreement should be signed and dated by both parties. 

To minimise distractions the homeworker should make it known to friends and family, that although at home now, they will be just as unavailable as they would be if they were going to work at the company base. This should curtail any unwanted visitors during their working hours. If small children are at home, childcare arrangements may need to be made to lessen any distractions from them and to give the employee peace of mind or work needs to be organised around them. 
Training may need to be given to ensure homeworkers are able to use efficiently the new technology they will be working with. There may be new software which staff will be unfamiliar with and training on how to use web / video conferencing and the etiquette that goes with it may be beneficial and increase employee productivity. Security issues should also be addressed. Telework.gov (n.d.) states that agreements should be reviewed to ensure that they comply with security policies and that staff are given security training to ensure that they are proficient to deal with the level of security required by the organisation. Sensitive information should be tracked and personal privacy requirements should be enforced. Staff should be sensitive to individual rights of personal privacy. 

Although initial costs to set up the homeworker may be appear high, this will be recouped with the savings used to rent, heat and light office space for the individual, therefore 
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