STRESS AWARENESS MODULE 6

20 Tips for managing the
well-being of remote workers
The following are guidelines to assist in managing the well-being of remote workers:
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Always highlight the importance
of self-care of remote workers.
Encourage them to check their
own stress levels on a regular
basis and talk about issues
that may arise.
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Talk to remote workers about
their home work station set up
to check it is fit for purpose.

E ncourage staff that are on
the road a lot to plan their
journey’s carefully and
ensure they take a break at
least every 2 hours.

Highlight the EAP provision
and encourage remote
workers to use this.
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Ensure that staff recruited for remote working
have a good psychological fit for that type of
working. This is also important when considering
remote working as a re-deployment option or
reasonable adjustment. (e.g. some employees
may actually feel more withdrawn and
isolated if they work from home and
loose the social contact of coming into
the office).

Where there is no face
to face contact your
tone of voice is what
has the most impact.
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Most of us can tell if someone is
pre-occupied on the other end
of the phone. Ensuring you are
devoting your undivided attention
will help to build trust and you are
also more likely to pick up if they
sound pre-occupied or distracted.

Build in regular reviews,
preferably via skype, so
some face to face contact
is possible.
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E nsure you dedicate enough time
to the conversation and focus on
it entirely. Sometimes it can be
tempting to multi-task. This will make
you more likely to pick up signs of
stress in the employees tone of voice
and the words that they use.

Build in regular “temperature checks” with
your team and ensure remote workers are
included. Ask direct questions such as “How are you
managing”, “What would you most like support with
at the moment?”. Show empathy and concern as
well as a willingness to explore practical solutions.
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If you think a remote worker may be struggling
act sooner rather than later.
The isolation that accompanies
remote workers can aggravate
a period of stress that might be
sorted out relatively easily if dealt
with promptly.
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 dopt a supportive
A
management style and keep
in contact with remote workers
and encourage them to keep
in touch with other staff and
other remote workers.

Use internal and
external resources for
guidance and support
- e.g. HR, EAP, Unum,
weblinks.
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E ncourage remote workers to share experiences
on a regular basis- positive and negative.
Employers have reported this as being a very
supportive forum for their staff. It
could help to normalise concerns
that remote workers may be
ruminating over as well as be
a forum for moral support and
sharing practical tips on coping.
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 rovide briefing on home-working
P
and preparation support in terms
of ensuring the correct equipment
and internet/
phone connection
is provided.
Clearly stipulate
working hours,
and the amount of
flexibility afforded
regarding when these working hours
are completed. Express the importance
of regular breaks and not regularly
working overtime.
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Ensure training
opportunities are made
known to remote workers
and that remote workers
have access to the same
provisions such as H&S
info/ Occupational Health.
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Arranging regular
social events can help
to create a positive
team environment.
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T ry to include remote workers
in training and update events,
where possible, through video
conferencing/ conference calls.

E nsure that regular opportunities to meet with managers
and colleagues face-to-face are provided and facilitate social
engagement and sharing of best-practice. Where these are not
frequently possible, arrange regular conference calls for colleagues
to discuss concerns (perhaps without a manager present). A buddy
system, providing each employee a
colleague to link with for support may
be beneficial in building colleague
relationships and ensuring employees
do not feel isolated when dealing with
challenges.

 repare an appropriate lone working reporting procedure for when
P
employees are meeting with clients in non-public places such as the
client’s home in order to ensure employees feel safe and any issues can
be appropriately managed.
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