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Abstract

Hybrid and remote work have reshaped how IT leaders communicate, build trust, and support their
teams remotely. This paper explores the challenges of managing remote teams and lays out workable
solutions for overcoming them. Based on existing research including academic studies, industry reports,
and real-world case examples it becomes clear that leading hybrid and remote teams demands a new set
of skills and planned leadership efforts.

Key challenges include miscommunication, overlapping responsibilities between work and personal life,
social isolation, and reduction in peer-to-peer knowledge sharing, on the job knowledge. Many
organizations also struggle with "on-site preference" where in-office employees may receive preferential
treatment over their remote team members.

To resolve these concerns, effective leaders implement transparent guidelines, leverage collaborative
technologies, and foster a culture of trust and inclusion. It's critical to ensure that both in-office and
remote employees are treated fairly. Successful companies such as GitLab serve as models for fully
remote operations, while Tata Consultancy Services demonstrates effective large-scale hybrid
approaches. On the other hand, the decision by Yahoo to prohibit remote work demonstrates how
different policies can have distinct impacts.

Performance data shows that well-managed hybrid and remote teams can match or even exceed the
output of traditional on-site teams. Traditional teams usually work well and stay together longer, but
they might struggle with sharing ideas and being creative when they don’t meet in person because of
remote work.

Adaptive leadership, combined with ongoing learning and support, plays a crucial role in helping teams
navigate the complexities of distributed work environments. When implemented effectively, hybrid and
remote models offer mutual benefits for both organizations and their employees.

Leaders who proactively address these challenges through thoughtful, strategic action can sustain both
team performance and well-being.

Keywords: Hybrid Work, Remote Work, Distributed Teams, IT industry, Leadership in Remote
Settings

1. Introduction
After the COVID-19 pandemic, working from home or in a mix of home and office (hybrid work) has
become common, especially in the IT industry. It is no longer unusual but a normal way of working
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now. By 2024, about 20% of job postings in India were for remote or hybrid jobs, which is a big jump
from less than 1% in 2020. Around the world, companies are offering flexible work to hire and keep
good employees. For example, a report by the World Economic Forum says that more than one in five
companies plan to offer more work-from-home options.

The IT industry has been leading this change because it uses digital tools and flexible ways of working.
Now, it's common to have team members working from different places in jobs like software
development, tech support, and project management. But this new style of working brings some big
questions: How do you manage a team that doesn't meet face-to-face often? What special problems
come with working from home or both home and office? And how do these work styles affect people
performance, how creative they are, and how involved they feel in their work?

This paper explores these questions through existing research and real-world examples, focusing on the
IT industry. It begins with a review of relevant literature on remote leadership and team dynamics, then
examines the challenges specific to leading hybrid teams. It also shares tried-and-tested ways to lead
remote teams successfully, supported by case studies from India and around the world. Finally, the paper
looks at how remote work affects team performance and talks about what the future might look like for
leaders handling teams that work from different places.

2. Literature Review

A. The Growth of Remote Work and Leadership:

Leading teams that work from different locations is not a completely new idea; experts have been

studying virtual teamwork for many years. But since 2020, things have changed a lot. Remote and

hybrid work have become much more common and are here to stay. What used to be a small, specialized

topic is now a key part of how most organizations work.

Early research on virtual teams showed one clear thing: Strong leadership is just as important and often

even more important, when team members are working remotely instead of being in the same place. In

fact, when people are working from different places, leaders need to put extra effort into keeping

everyone on the same page, building team unity, and earning trust. A study by Purvanova and Bono

(2009) found that transformational leadership behavior has more inspiring, supportive, and vision-driven

effect in virtual environment than in traditional office environments.

This has resulted in the growth of “e-leadership,” a concept that shows how leadership needs to change

in workplaces that mainly use digital tools. E-leadership means using technology to guide and influence

how people think, feel, and work. It’s not just about using old leadership skills online; it also needs

completely new abilities. For example, leaders now need to overcome what experts call "virtual

distance" which means the disconnect that can happen when people work remotely. This distance shows

up in two main ways.

e Operational distance — The difficulties that come from using digital tools to work together and talk
with each other.

e Affinity distance — The emotional and social disconnect that happens when people do not see each
other in person regularly.

The good news is that studies show team performance gets better even when everyone is working from

different places, if leaders take action to close these gaps. This can be done by regular check-ins,

building strong relationships, and using the right tools to work together.
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B. Common Challenges in Remote Leadership:
A recent study by Bravo-Duarte et al. (2025) highlighted some common problems that leaders often face
when managing remote and hybrid teams. These include:

Difficulty separating work time from personal time.

Lack of social connection

Lack of sharing ideas and information

e Technical issues and physical setup challenges

Remote work usually involves more delayed communication and fewer quick, casual conversations.
Over time, this can weaken the team's connection. That is why good leadership is so important.

One of the most important skills discovered in research is digital communication. This means not only
being clear and quick to respond but also understanding which tools to use, when to use them, and how
to use them effectively. Leaders also need to be excellent at setting goals, offering support, and
empowering their teams.

And most importantly, leaders need to build trust. In a virtual world, you cannot depend on informal
conversation or reading body language. Instead, leaders should show trust by giving team members the
freedom to do their work and focusing on what they achieve, rather than closely watching every step
they take.

Studies based on the Job Demands-Resources model supports the idea that, when leaders give clear
guidance, emotional support, and the right tools, they can help reduce the negative effects of remote
work, like stress and feeling disconnected.

C. How Remote Work Affects Performance:

A recent review by Bravo-Duarte et al. (2025) outlined several recurring challenges that leaders face in
remote and hybrid settings. These include:

Blurred boundaries between work and life

Feelings of isolation

e A drop in spontaneous knowledge sharing

e Tech hiccups and ergonomic issues

Remote work often means more asynchronous communication and fewer impromptu chats, which can
erode team cohesion over time. That’s where leadership comes in.

One of the top skills identified in research is digital communication—not just being clear and
responsive, but also knowing which channels to use, when, and how. Leaders also need to be excellent at
setting goals, offering support, and empowering their teams.

And perhaps most importantly, they must build trust. In a virtual world, you can’t rely on hallway
conversations or quick visual cues. Instead, leaders have to show trust by giving people autonomy and
focusing on results—not micromanaging activity.

Studies using the Job Demands-Resources model back this up: leaders who provide clarity, emotional
support, and the right tools can buffer against the downsides of remote work, such as stress and
disconnection.

As we move further into this era of hybrid work, one thing is clear: successful remote leadership is no
longer optional, it is a core skillset. And it is not simply about moving meetings to Zoom. It is about
being more thoughtful, more understanding, and more deliberate in how teams communicate and
succeed, no matter where they are located.

The next part will discuss the real problems leaders face and the helpful strategies they can use to solve

[JFMR250450054 Volume 7, Issue 4, July-August 2025 3



https://www.ijfmr.com/

m International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

them, based on both research and real-life experience.

3. Challenges of Leading Hybrid and Remote Teams (Specific to IT)

Leading hybrid and remote teams come with its own challenges. While many of these issues are
common across industries, they can be tougher in fast-moving, project-based fields like IT. Here is a
simple look at the main leadership challenges in remote and hybrid IT teams and why they are more
important now than ever.

Communication Gaps and Knowledge Sharing: When everyone is working remotely, the casual chats
and spontaneous desk-side problem-solving sessions disappear. This lack of informal interaction can
slow down collaboration and make it harder to share knowledge especially in IT, where teamwork is
intense and fast-moving.

Think about practices like pair programming, daily stand-up meetings, or fixing bugs quickly, these all
depend on real-time communication. But when working remotely, people don’t always respond right
away. Emails take the place of quick questions, and message threads replace casual chats in the office.
Over time, this can slow down productivity and learning.

One big issue is the loss of tacit knowledge, the helpful things you learn by watching a teammate work
or overhearing how someone solves a problem. If teams do not make an effort to communicate well,
people can end up working in isolation, only talking within their small group. A famous Microsoft study
found that remote workers mostly connect with their own team and miss out on working with others
across the company. That is a big problem in IT, where the best ideas often come from working with
people in different roles or departments.

Trust, Accountability, and the Location-based favoritism: One of the hardest things for managers is
learning to trust their team. When they cannot see people working in person, they often worry that the
work is not really getting done. In fact, Microsoft’s Work Trend Index found that 85% of managers say
they struggle with this very problem.

Some managers respond to trust issues by using tracking tools or asking for constant updates, but this
often backfires. It can lead to “Performing busyness,” where employees try to look busy instead of
focusing on real results. There is also something called proximity bias or location-based favoritism,
where leaders favor employees, they see in the office more often. As a result, remote workers may be
unfairly passed over for promotions or important projects, leading to frustration and unfair treatment.
Team Connection and Isolation: Building a strong team culture is difficult when everyone is in a
different location. Many remote IT workers report feelings of loneliness and disconnection. In one
survey, nearly 1 in 5 remote employees said loneliness was their biggest challenge, and over half felt
disconnected from their in-office peers. New hires or junior developers, the lack of informal bonding
whether over lunch, team outings, or casual mentorship can make onboarding harder and slow down
their growth. In countries like India, many IT companies used to build strong team bonds through
working together in the office and celebrating events. Now, with remote work, this change is a big deal.
Leaders need to put in real effort and be creative to help virtual teams feel connected and included.
Work-Life Boundaries: Remote work often makes it hard to separate work from personal life. In the IT
field, where people deal with global clients and 24/7 projects, employees can feel like they are always
working. Studies show that one of the biggest challenges for remote workers is switching off after work.
In Buffer’s yearly survey, 22% said their biggest problem was not being able to unplug. This can lead to
burnout.
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When team members work on different schedules, it also becomes harder to coordinate without
interrupting someone’s personal time. That is why leaders need to create and follow healthy boundaries
like setting clear response time rules, avoiding late-night meetings, and respecting people’s time off.
Connectivity and hardware issues: It is easy to assume that IT professionals are all set when it comes
to working remotely but even tech-savvy teams face challenges. From internet speed issues to hardware
glitches, even minor disruptions can reduce productivity when your team is not in one place. Security is
another major concern. When employees work from different locations, the risk of security problems
goes up. So, leaders need to make sure their teams follow strong safety rules like, using VPNs, secure
devices, and encrypted tools. Companies also need to give the right tools for working together and teach
people how to use them. If the tools do not match the way people work or if no one knows how to use
them, it slows everything down. Even a small tech issue can mess up a whole day for someone working
from home. That is why IT leaders should have backup plans, like flexible work hours or extra internet
support.

Monitoring Performance and Giving Feedback: In an office, it’s easy to casually check in or have
quick chats to see how someone is doing. But in remote work, tracking performance needs to be more
planned and based on results, not just activity. Many IT companies now look at things like how fast
features are delivered, the quality of code, or how quickly bugs are fixed—instead of tracking hours
worked.

However, giving useful feedback remotely is harder. Written messages can be misunderstood, and busy
schedules can delay one-on-one talks. There’s also a risk that managers miss the signs when someone is
struggling because there are fewer visible cues. This can result in valuable team members being
overlooked unless leaders take the time to connect often and respond with understanding and care.
Leading hybrid and remote teams is not just about moving meetings online itis a major shift in how
work, trust, and collaboration happen. And in the IT sector, where skilled talent is highly mobile and
projects demand high levels of coordination, poor leadership in a remote setting can lead to real
consequences like low morale, weaker performance, or even losing top performers.

The next section explores actionable strategies that can help leaders not only manage these challenges
but succeed in this new way of working by building trust, creating strong team bonds, and helping
everyone stay on same page, productive, and stay motivated.

4. How to Be an Effective Leader in Hybrid and Remote Teams

Leading a team that is spread out some people working from home, others in the office is not easy. But
over time, we have learned what works. Whether you are in IT or any busy, project-based industry, great
leadership in a hybrid or remote setup is not about working harder it is about working smarter and with
more purpose.

Here are eight practical strategies that can help you lead your hybrid or remote team successfully.

I. Set Clear Expectations from the Start: When your team is not at one place, you cannot rely on
people picking up on things naturally. That is why setting clear team rules is so important. Talk about:

e  When people are expected to be available (working hours or core hours)

e Which tools to use for what (e.g., when to email vs. message vs. have a call)

e How quickly people should reply to messages

Starting things with a “team launch” meeting can really help. This gives everyone a chance to agree on
how you will work together. In hybrid teams, also be clear about which days are for coming into the
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office (if any), and make sure those in-person days are used for things that actually benefit from face-to-
face time.

II. Communicate More and Be Open: In remote setups, it is better to overcommunicate than under
communicate. Do not assume your team knows what is going on just because something was mentioned
once. Repeat important messages, share updates regularly, and be clear about changes in priorities. Also,
explain the reason behind any decisions. When people understand the reason for a change or a new
direction, they feel more involved and trusted. For hybrid teams, it is also crucial to make sure remote
people are not left out in mid of conversations. A quick Slack message summarizing what was discussed
in the office can go a long way.

III. Use the Right Tools and Use Them Well: Remote teams depend heavily on technology, but just
having the tools is not enough. Leaders should make sure tools are used consistently and effectively. For
example:

e Use project boards (like JIRA or Trello) so everyone knows what is being worked on.

e Keep documentation up-to-date and accessible.

e Use video calls for complex or sensitive discussion.

Also, look out for new tools that can help (like virtual whiteboards or Al-powered trackers). The key is
making sure everyone knows how to use the tools and that they support your actual workflow.

IV. Have Regular 1-on-1s and Check-ins: When you do not see your team in person, regular check-ins
are how you stay connected. Set up one-on-one meetings every week or two. These are not just for work
updates they are a chance to talk about challenges, well-being, and personal development.

Even short, daily stand-ups on Slack or a quick morning video call can help keep everyone aligned.
What matters most is consistency, your team should feel sure they can trust these regular catch ups to
stay connected.

V. Trust Your Team and Focus on Results: Good remote leadership is not about watching hours; it is
about trusting your team to deliver results. Set clear goals, then give people the space to meet them in
their own way.

Avoid micromanaging. Instead, empower your team to make decisions, suggest ideas, and take
ownership. When people feel trusted, they are more motivated and more likely to take initiative. And
forgot to focus on what team has achieved, not how many hours they worked.

VI. Create Space for Team Bonding: Remote teams miss out on office chats and lunches, those casual
moments that build relationships. Great leaders find ways to recreate those moments virtually: Start
meetings with a bit of personal conversation, organize virtual coffee breaks or games, Pair teammates
for informal chats or buddy calls, create a “fun” chat channel for non-work conversations and if some
people are in the office taking them for team lunches or events, include remote folks too maybe by
sending them lunch vouchers or organizing a virtual version. These little efforts make people feel
included and valued. Whenever possible, plan in-person meetups once or twice a year. Even a short
offsite can build strong bonds that last months.

VII. Show Empathy and Respect Cultural Differences: Remote teams often spread across different
cities, time zones, and even countries. That means different lifestyles, family setups, and traditions.
Great leaders show empathy, they understand that someone might be working on several things at once
and kids at home, or struggling with isolation. They also make an effort to respect cultural differences,
like national holidays or communication styles. Small actions like rotating meeting times so the same
people are not always staying up late, or encouraging quieter team members to speak can make a big
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impact on sense of belonging and motivation.

VIII. Support Career Growth and Give Regular Feedback: Just because someone works remotely
does not mean their career should stand still. Great leaders actively support growth by discussing goals,
recommending learning opportunities, or assigning long term projects. Also, make sure feedback is not
forgotten or ignored. Give clear, timely feedback on work, and invite feedback on your leadership too.
Ask your team: “What can I do better to support you?” That shows you are open, adaptable, and care
about their experience.

Summary: Leading a hybrid or remote team is not just about using Zoom instead of a meeting room.
Itis about being thoughtful, people-focused, and flexible. You still apply all the core principles of good
leadership, but you do so with extra care, clarity, and consistency. By setting clear expectations, keeping
communication strong, empowering your team, and building a culture of trust and support, you can lead
successful remote teams that are not only efficient but also satisfied, united, and strong in the face of
challenges.

5. Case Studies and Real-Life Examples

To make this topic more practical, let’s look at real companies both from India and around the world,
that have dealt with the challenges of leading remote and hybrid teams. Some have done really well,
while others faced problems we can learn from.

Case Study 1: GitLab — Making Fully Remote Work a Success

GitLab is a software company that is often mentioned as a top example of how remote work can really
work. Since it started in 2014, GitLab has had no offices at all. As of 2024, it has over 1,800 employees
in more than 60 countries.

Their CEO, Sid Sijbrandij, believes the company’s growth is mainly due to its remote-friendly culture.
What is their secret? Transparency and strong documentation. GitLab has a huge public handbook over
2,000 pages explaining everything from how to write code to how to communicate.

New employees are trained to work well in different time zones, and they look for people who are self-
motivated. Managers also get special training to lead remote teams. They hold regular video calls and
"Ask Me Anything" sessions with top leaders to keep everyone informed and connected. To create a
friendly environment, they even have virtual coffee chats and fun Slack channels based on shared
interests.

Because they are fully remote, GitLab can hire the best talent from anywhere in the world. This has
helped them grow fast and successfully go public. Their approach shows that with clear leadership and
the right tools; remote work can be a huge advantage.

Case Study 2: TCS — Going Hybrid at a Huge Scale

Tata Consultancy Services (TCS), India’s biggest IT company, tried to change how it worked after the
pandemic. In 2020, they came up with the “25/25” plan: by 2025, only 25% of employees would be in
the office at any time, and each would spend just 25% of their time there.

They built strong digital systems and created a secure framework called SBWS (Secure Borderless Work
Spaces) to support remote work. During 2021 and 2022, this seemed to work well, clients were happy,
and work continued smoothly. But in 2023, a new CEO changed direction. TCS asked all employees to
return to the office full-time. The reason? They believed junior employees needed in-person guidance,
and it was hard to build company culture remotely.

This shows that even big companies need to be flexible and willing to change plans if something is not
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working. Now, companies like Infosys and Wipro are choosing a balanced approach. They ask

employees to come to the office only a few times a month and are setting up smaller offices to reduce

travel time. The main point is: hybrid work does not work the same for everyone. Leaders need to keep

listening to their teams, make changes when needed, and find what works best for them.

Case Study 3: Yahoo — A Warning About Going Too Far

In 2013, Yahoo made headlines for banning remote work completely. Their CEO at the time, Marissa

Mayer, believed that working from home was slowing people down and hurting teamwork. Everyone

was asked to return to the office.

This decision upset a lot of employees who had enjoyed flexible work. Many felt unhappy or even left

the company. Experts warned that it could hurt hiring and employee morale and they were right.

Yahoo’s reputation as a modern tech company was damaged, and some of their top employees may have

left because of it.

The lesson here is clear: sudden, strict changes, without asking employees or looking at the bigger

picture, can do more harm than good. Today, most companies believe that some flexibility is necessary

and that extreme decisions (either all remote or all in-office) do not work for everyone.

Case Study 4: Microsoft — Using Data to Lead Smarter

Microsoft, one of the world’s biggest tech companies, is taking a smart, data-based approach to hybrid

work. They study how their teams work through their annual Work Trend Index. One key finding was

many managers do not fully trust that people are productive when working remotely, even though

employees say they are. Microsoft calls this "productivity paranoia."

Their flexible work policy lets most employees work from home up to 50% of the time. Managers can

allow even more. They also train leaders to support remote teams better, encouraging a culture of

flexibility, coaching, and care. They have introduced things like “No Meeting Fridays” to reduce

burnout.

While the results have been mostly positive, Microsoft also found that teams do not build strong

connections when they never meet face-to-face. So, they now encourage teams to come into the office

together on specific days for team-building and collaboration, not just for the sake of being present.

Their research shows that while most employees feel productive, they still want social connection at

work.

The main point is that Microsoft keeps changing its strategy based on data, trying to balance giving

employees flexibility with making sure they still feel connected to each other.

What We Can Learn from These Cases

These real-life examples show there is no single best way to lead remote or hybrid teams. What works

for one company might not work for another.

e GitLab shows that full remote work can succeed with strong leadership, clear communication, and
the right culture.

e TCS and Microsoft show that hybrid work models can be successful even in large companies but
they need to be updated regularly based on feedback and what is working or not.

¢ Yahoo’s story reminds us that neglecting employees needs can lead to negative consequences.

These success stories teach us some important lessons:

e Communicate clearly and often

e Be flexible and open to change

e Trust your team and focus on results
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e Use data and feedback to guide decisions
Next, we will see how different leadership styles affect performance and what methods companies use to
measure success in remote and hybrid work settings.

6. How Remote and Hybrid Work Affects Performance and How It is Measured

When companies allow employees to work from home or follow a mix of home and office work
(hybrid), a big question comes up: Does it affect how well people work? And how do we know if it is
working?

In this section, we look at what research and real company experiences say about performance in remote
or hybrid setups. We also explain how companies check or measure success, like how much work gets
done, how happy employees are, and how many stay with the company.

Productivity and Task Performance

Research shows that people can be just as productive working from home or in hybrid setups as they are
in the office, sometimes even more. One famous study by Stanford at a Chinese tech company
(Trip.com) found that employees working from home two days a week got just as much done as those in
the office. They were even promoted at the same rate, proving remote work does not harm career growth
as long as your work is judged fairly.

Some studies even show remote workers put in a few extra hours each week, though working too much
can lead to burnout. On the other hand, being fully remote can sometimes cause problems, like slower
onboarding or harder communication. Microsoft found that in some cases, productivity dropped a bit
(around 10%) when everyone was remote.

Overall, hybrid work gives a good balance, it helps people get their work done, have more flexibility,
and skip long and tiring travel to the office.

Innovation and Collaboration

Innovation is harder to measure, but companies look at things like new features created, patents, and
fresh ideas. There is a concern that being apart reduces those “watercooler” moments that spark creative
thinking. A study from Microsoft found that when people worked remotely for a whole year, their
collaboration networks became weaker, making it harder to share and build on new ideas.

That is why some companies want people to meet in person at least part of the time. CEOs at firms like
IBM even cancelled remote work because they believed face-to-face teamwork boosts creativity.

Still, hybrid models can fix this. Many leaders now plan in-person days just for creative sessions like
brainstorming, planning, or hackathons while letting everyday work happen remotely. Companies also
track how often teams meet or how creative employees feel through surveys. In fact, employee
engagement is often highest among those who work 2—3 days in office—a nice middle ground.
Employee Retention and Job Satisfaction

One clear benefit of hybrid and remote work is that it helps companies keep their employees. In the
Trip.com study, people allowed to work hybrid were 33% less likely to quit. That is a big saving in
hiring and training costs.

Flexibility is one of the top thing’s employees want. In India especially, where traffic in cities like
Bangalore or Mumbiai is stressful, hybrid work helps keep employees happy. When companies demand
everyone return to the office full-time, it often leads to higher quit rates and lower satisfaction.

To track this, companies use data like:

e Turnover rates (how many people leave),
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e ¢NPS (employee Net Promoter Score — would you recommend this job to others?), and

e Job satisfaction surveys.

A McKinsey survey in 2022 showed that 87% of people would take a remote job if offered, and many
would quit jobs that don’t offer flexibility.

Work-Life Balance and Well-Being

Work-life balance matters for performance too, burnt-out employees write poor code and make more
mistakes. Remote work can improve balance by cutting travel time and giving more family time. But it
can also make things worse if people end up working all the time because thereis no clear end to the
workday.

That is why some companies are starting to measure:

e How many hours employees work after office hours,

e Vacation or sick leave used, and

e Stress levels in one-on-one talks or surveys.

Tools like Microsoft Viva now track employee well-being. Healthy hybrid teams tend to score higher on
well-being because they can balance work and personal life better. Some companies even give mental
health days or no-meeting days to help employees recharge.

How Companies Measure Performance

Even in remote or hybrid settings, traditional metrics like KPIs (Key Performance Indicators) and OKRs
(Objectives and Key Results) still matter but how they’re measured is changing. Many IT teams use
Agile metrics now, such as:

e Tasks completed per sprint,

e Deployment frequency, or

e Bug resolution time.

These are objective and focus on results not just showing up or being visible. One risk is that managers
might unconsciously favor people they see in the office. To prevent this, some companies run special
sessions to compare and balance performance reviews across teams, making sure remote workers get fair
treatment.

At many Indian IT companies, performance ratings stayed strong even after switching to hybrid work.
Client satisfaction has also remained steady or even improved because remote teams often work at
different times, they can cover more hours in a day.

To sum up

When done properly, remote and hybrid work does not harm performance sometimes, it even makes it
better. People stay focused, involved, and loyal to their work. Hybrid setups, in particular, give a good
balance between quiet time to work and chances to work with others.

The important thing is to measure performance using the right things like how productive people are,
how creative they are, how happy they feel at work, and how long they stay with the company. If
something goes wrong, it is important to take action quickly.

Big companies like Microsoft have shown that using data to make decisions helps fix issues early and
keeps everything running well.

In the end, it is no longer about where people work, but what they get done. If the results are good, then
remote or hybrid work is clearly working.
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7. Discussion

The way we work has changed a lot, especially in the IT world. Remote and hybrid work have become
common, and they bring both new opportunities and new challenges. In this section, we will talk about
what leaders need to do differently, what works well, what to watch out for, and how this plays out in
India and around the world.

Leadership Needs to Evolve — Not Disappear

Leading remote or hybrid teams does not mean throwing away everything we know about leadership.
The core idea is like giving direction, supporting the team, and getting results are still important. But the
way we do these things has changed.

For example, earlier a leader could keep their office door open to show they are available. Now, they
show that by replying quickly to messages or having regular video calls. Leaders also need new skills
like how to build trust online, how to manage people who work independently, and how to communicate
clearly through digital tools.

Some companies are now offering training to teach these skills. They call it “e-leadership” or “hybrid
leadership.” Without this kind of support, new managers might fall back on old habits, like tracking
attendance or micromanaging both of which do not work well in remote settings.

Trust and Employee-Centered Leadership Matter Most

One thing that all successful examples have in common is this: they focus on what employees need.
Companies like GitLab are very open and transparent, and Microsoft regularly checks in with employees
through surveys. This shows that building trust is essential.

When leaders do not trust their teams, they either watch every move (which can make people feel
stressed), or they ignore remote workers (which makes people feel left out). Some leaders even worry
that remote workers are not actually working this is known as “productivity paranoia.” But research
often shows the opposite many people working from home gets just as much done, or even more, than
those in the office.

Companies are now focusing more on results than on hours. They are using goal-setting systems like
OKRs (Objectives and Key Results) to guide people without constantly checking on them. In India,
where companies used to follow strict attendance rules, many managers were surprised to see that
productivity did not drop when people worked from home.

Younger managers seem more comfortable with remote work than older ones. But with time and
experience, more people are learning to trust remote teams.

Flexibility is Great, But Collaboration Still Matters

Working from home often helps people concentrate better and feel more balanced. But being apart too
much can make teamwork and creativity harder. That is why many companies prefer a hybrid model a
mix of remote and in-person work.

For example, Microsoft found that people mainly come to the office now to collaborate with others not
just to sit at a desk. So, leaders need to plan in-office days with a clear purpose, like team meetings,
brainstorming sessions, or mentoring. Quiet, focused tasks can be done at home.

This kind of thoughtful planning makes hybrid work more powerful. When used well, hybrid teams can
actually perform better than traditional office teams, thanks to both focused work at home and rich
collaboration in the office.

The Indian and Global Picture

Even though the idea of remote work is similar everywhere, how it is used can depend on local culture
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and conditions. In India, for example, things like internet issues or small living spaces can make full-
time remote work tough. Also, many employees enjoy the social part of office life.

Newer employees in Indian IT companies often want to come in to learn and build connections. That is
why Indian companies like TCS are encouraging employees to return to the office part-time not by
forcing them, but by showing how it helps their growth.

Globally, companies face other challenges too. Time zone differences are a big one, if your team is
spread across the world, someone always ends up in a late or early meeting. Companies like GitLab
handle this by relying more on written updates and fewer meetings, so people can work on their own
schedules.

In short, remote leadership must be adjusted based on where people are and what they need, it does not
work the same way for everyone.

Performance and Evaluation in Hybrid Work

Data shows that remote and hybrid work do not reduce performance in fact, they often improve
employee happiness and loyalty. But they only work well when leadership is strong. Poor leadership can
cause any team to fail, especially when people are working apart and communication breaks down.

That is why it is important for companies to collect data and test what works. For example, some
companies are comparing one team working from home with another working in the office, to see which
performs better.

As more studies show the benefits of hybrid work, it will likely become more common. But if issues
come up like less creativity or poor training, companies will need to find smart ways to fix them, such as
online mentoring or occasional team meetups.

Looking Ahead: The Future of Hybrid Work

Experts believe hybrid work is here to stay, especially in tech. As tools improve like virtual reality for
meetings remote work could become even smoother.

But there are still questions. How do you build company culture when people do not meet often? How
do young employees learn and grow if they mostly work from home?

Some companies might ask junior staff to come to the office more often for learning. This might lead to
two types of hybrid work, one for senior employees and another for juniors, so companies will need to
make sure it stays fair for everyone.

Watch Out for Downsides

Hybrid work has lots of good points, but it also has some problems. People may start to feel less
connected to their coworkers or the company. Also, not every job can be done from home, like those that
require lab or hardware work. If those employees do not get the same flexibility, they might feel left out
or treated unfairly.

In the past, many people made friends at work or enjoyed fun office events. If work becomes only about
getting tasks done, we could lose that feeling of togetherness. That is why managers and HR should find
new ways to keep the team spirit alive like online clubs, virtual get-togethers, or support groups for
employees.

Final Thought

In the end, leading a hybrid or remote team is not harder it is just different. The best leaders are the ones
who understand this and adjust how they communicate, build trust, and support their teams. Those who
refuse to change may find it tough to keep up.

Remote and hybrid work have opened new ways of working. It is now up to leaders to use these tools
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wisely and shape a better future of work for everyone.

8. Conclusion

The move to hybrid and remote work is one of the biggest changes in how companies work today,
especially in the IT field. This change puts a lot of responsibility on leaders to help their teams succeed.
This paper looked at how to lead remote and hybrid teams, the problems they face, ways to overcome
them, and how performance can be managed.

Here are the main points:

1. Leading Remote Teams Takes Effort

Good leadership in hybrid or remote work does not just happen. Leaders have to work extra hard to
build trust, keep communication clear, and create a strong team culture. Problems like poor
communication, feeling isolated, and unclear boundaries between work and home are common but they
can be handled if leaders are proactive. Successful leaders talk often, listen well, set clear rules, and use
tools and data (like Microsoft and GitLab do) to guide their teams.

2. Remote Teams Can Perform Just as Well—Or Better

Many people worry that remote work will hurt performance, but research shows that is not true. With
strong leadership and good planning, remote and hybrid teams can be just as productive as office teams.
In fact, sometimes they do even better because employees are happier and more focused. The key is to
combine the best parts of remote work (like flexibility) with the best parts of in-person work (like
teamwork and bonding). Occasional face-to-face meetings can help keep creativity and connection
strong.

3. Challenges Are Real but Can Be Solved

Hybrid work has some tough parts like favoritism toward people who come to the office more (called
proximity bias), or a loss of company culture. These issues can be fixed if leaders take action. For
example, using fair performance reviews, having regular check-ins with remote workers, and organizing
fun virtual activities can help. Leaders also need to set a good example by respecting work-life balance,
so employees do not feel pressure to be "always on."

4. Leaders Need Training and Support

Not all managers are used to leading remote teams, and that is okay. Companies should give them
training, tools, and clear policies to help. This includes communication tools, cybersecurity systems, fair
HR policies, and health support. Feedback from employees (like surveys) helps leaders understand what
i1s working and what is not, so they can adjust. Companies that treat this shift seriously and support their
managers are doing better than those who leave managers to figure it out alone.

5. Hybrid Work Is Here to Stay — Be Ready to Adjust

Remote and hybrid work is not going away. People like it, and companies are learning to make it work.
In India, for example, many IT companies are moving toward flexible work models to hire talent from
more places and support well-being. The future will have many different styles of hybrid work like
working in the office three days and remotely for two or full remote work with occasional team meetups.
Leaders must be open to trying new things and adjusting based on feedback and results.

Being a good hybrid or remote leader means using both people skills (like empathy and communication)
and clear planning (like setting goals and using data). It is not always easy, but it is possible and worth
it. Remote and hybrid work gives companies access to more talent, happier employees, and strong
results. In fact, it has helped some managers become better leaders by focusing more on listening and
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results.

As Professor Kathy Kram once said, giving people flexibility can improve productivity in the long run.
This paper supports the idea, that when flexibility is combined with smart leadership, companies can do
very well. Leaders who follow these tips and tackle problems early will help their teams succeed from
anywhere. And as work keeps changing, future studies should keep exploring what works best for hybrid
and remote leadership.

With the right mindset and strategy, working from anywhere really can work for everyone.
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