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Chapter 13

Remote Leadership 

Ebru Uluçay Bektaş1

Abstract

Remote leadership is a leadership approach that enables teams to be managed 
effectively in environments where they are not physically present in the same 
place. The acceleration of digitalization, the proliferation of flexible working 
models, and the globalizing business world are increasing the importance 
of remote leadership. This leadership model requires not only the use of 
technology but also multidimensional skills such as effective communication, 
trust building, motivation, performance management, cultural awareness, 
and flexibility. The main challenges faced by remote leaders include 
communication breakdowns, lack of motivation, work-life balance problems, 
and barriers to collaboration in a virtual environment. To overcome these 
challenges, successful remote leaders must establish regular and transparent 
communication, create an environment of trust, use technology strategically, 
and develop approaches that address the individual needs of employees. 
In addition, cultural diversity and inclusion are important dimensions for 
effective management of virtual teams. In the future, remote leadership will be 
transformed by the integration of technologies such as artificial intelligence, 
virtual and augmented reality, making leaders’ agile, flexible, and technology-
oriented skills even more important. Employee experience and well-being 
will become a key factor for leaders to consider in their strategic decision-
making. Indeed, remote leadership is emerging as a permanent and strategic 
leadership model in the modern business world, requiring both individual 
leadership competencies and organizational processes to be adaptive, flexible, 
and inclusive. This approach is critical for enhancing team performance, 
strengthening employee engagement, and ensuring sustainable success in 
digital business environments.
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1. Introduction 

Remote leadership is defined as managing and directing business 
processes through digital communication technologies without being 
physically present in the same place as team members (Avolio, Kahai & 
Dodge, 2000). Unlike traditional forms of leadership, remote leadership 
takes place in environments where factors such as physical distance, time 
difference, and cultural diversity are intensely felt.

Avolio and Kahai (2003) emphasize that remote leadership is not limited 
to the use of technology, but also emphasizes the leader’s ability to build 
trust, collaboration, and visioning skills in the digital environment. In this 
context, remote leadership goes beyond the technical use of digital tools 
and refers to a strategic approach to managing human relations in a virtual 
environment.

Globalization, digitalization, and technological innovations have 
radically changed the dynamics of the business world. Especially in the 21st 
century, the rapid development of communication technologies and the 
widespread use of internet-based working tools have paved the way for the 
emergence of remote working models as an alternative to the traditional 
office environment (Cascio & Shurygailo, 2003). This transformation has 
necessitated the development of new approaches to leadership and has led 
to the concept of “remote leadership” gaining more and more importance 
in the literature.

The COVID-19 pandemic has accelerated this process by necessitating 
remote working practices and has caused organizations around the world 
to reconsider their leadership styles (Contreras, Baykal & Abid, 2020). 
While traditional forms of leadership are based on physical presence, remote 
leadership requires coordinating geographically dispersed teams through 
digital tools. This requires leaders to restructure both their communication 
and motivation methods (Zhang et al., 2021).

Remote leadership is based on communication and collaboration 
processes sustained through technology. However, this model requires not 
only technical competencies but also skills such as trust building, empathy, 
cultural sensitivity, and performance management in a digital environment 
(Avolio, Kahai & Dodge, 2000). Therefore, remote leadership can be 
considered not only as an adaptation of existing leadership understandings 
to the digital environment, but also as the development of a new leadership 
paradigm. The aim of this chapter is to examine the concept of remote 
leadership in its theoretical and practical dimensions and to identify the 
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opportunities, challenges, and successful implementation strategies that 
leaders face.

2. Emergence of Remote Leadership

The origins of remote leadership can be traced back to the late 20th 
century with globalization and the integration of information technologies 
into business life. In particular, the spread of the Internet and the emergence 
of virtual teams ushered in a new era in leadership styles (Zaccaro & Bader, 
2003). However, the period when this concept was discussed the most on 
a global scale was the COVID-19 pandemic. The pandemic forced millions 
of employees to switch to remote work and required leaders to adapt to this 
new situation and manage their teams efficiently (Kniffin et al., 2021).

The main challenges faced by leaders during this period included ensuring 
transparency in communication, maintaining employee engagement, 
supporting work-life balance, and effective management of digital tools 
(Contreras, Baykal, & Abid, 2020). Therefore, remote leadership is not only 
a temporary crisis management tool, but also a permanent leadership model 
in the modern business world.

3. The Importance of Remote Leadership

Today, remote leadership is of strategic importance for organizations for 
several reasons. First, the globalization of the labor market allows employees 
from different countries to work on the same projects. This requires 
the coordination of geographically dispersed teams and makes remote 
leadership inevitable. Secondly, thanks to digitalization and technological 
advances, many sectors prefer the remote working model as it provides 
both cost advantages and flexibility. The sustainability and efficiency of 
this model are largely dependent on leaders’ effective leadership in digital 
environments (Purvanova, 2014). Third, remote leadership is critical not 
only for managing operational processes but also for employee engagement, 
motivation, and sustaining organizational culture. Studies in the literature 
reveal that job satisfaction and performance of employees increase in 
organizations where remote leadership is effective (Golden & Veiga, 2008). 
In this respect, it would be appropriate to state that remote leadership is 
a candidate to become one of the most fundamental forms of leadership 
in the business world in the future. Especially as hybrid working models 
become permanent, it is imperative for leaders to be active simultaneously in 
physical and virtual environments (Carnevale & Hatak, 2020). This makes 
it necessary for leaders to acquire new competencies required by the digital 
age in addition to their classical leadership skills.
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4. Key Skills of Remote Leadership

Remote leadership is a multidimensional process that cannot be reduced 
to the use of digital tools. In this context, leaders need to both adapt their 
traditional leadership skills to the virtual environment and develop new skills. 
In the literature, digital communication skills, building trust and empathy, 
performance and goal management, and managing cultural diversity are 
among the key skills that are emphasized for effective remote leadership 
(Avolio, Kahai & Dodge, 2000).

4.1. Digital Communication Skills

Communication in remote leadership is carried out through digital 
tools in environments where physical contact is limited. For effective 
communication, leaders need to be able to effectively use e-mail, video 
meeting platforms, instant messaging applications, and project management 
software (Gilson et al., 2015). However, communication is not only about 
technological competence; it is also important to convey messages in a clear, 
transparent, and understandable way. Research shows that transparency 
in communication increases employee engagement and job satisfaction in 
virtual teams (Kirkman et al., 2002).

4.2. Building Trust and Empathy

Physical distance can undermine trust between team members. Therefore, 
it is a critical skill for remote leaders to instill trust and empathize with 
employees. Jarvenpaa and Leidner (1999) found that trust is a factor that 
directly affects collaboration and performance in virtual teams. Leaders can 
foster trust by providing regular feedback, taking employees’ opinions into 
account, and being sensitive to individual needs (Zhang et al., 2021).

4.3. Performance and Goal Management

Since it is not possible to observe the daily activities of employees one-
on-one in remote leadership, performance evaluation processes take on a 
different dimension. In this context, leaders need to clearly define roles 
and responsibilities, set measurable goals, and develop regular follow-up 
mechanisms (Purvanova, 2014). It is also important that the feedback process 
is not only result-oriented but also supportive of learning and development 
(Staples, Hulland & Higgins, 1999).
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4.4. Managing Cultural Diversity

With globalization, remote working brings together individuals from 
different countries and cultures in the same team. This requires leaders to 
develop cultural sensitivity and manage diversity effectively (Hinds, Liu & 
Lyon, 2011). Cultural diversity can increase innovation and creativity when 
managed correctly, but can lead to conflicts when mismanaged. Therefore, 
remote leaders should adopt an inclusive leadership approach and consider 
cultural differences as a source of enrichment (Rockstuhl et al., 2011).

4.5. Emotional Intelligence and Psychological Support

In a remote work environment, employees may face problems such as 
loneliness, isolation, and burnout (Kniffin et al., 2021). Leaders exhibiting 
high emotional intelligence, recognizing the emotional needs of employees, 
and creating psychological support mechanisms when necessary are 
important factors that increase team commitment (Goleman, Boyatzis & 
McKee, 2013).

4.6. Technology Mastery and Flexibility

Another skill that remote leaders should possess is the capacity to 
closely follow technological developments and integrate them into business 
processes. However, flexibility, the ability to adapt to changing conditions, 
is one of the key elements that determine the success of remote leadership 
(Cascio & Shurygailo, 2003). Leaders need to develop flexible strategies 
that can guide their teams even in times of uncertainty.

5. Challenges in Remote Leadership

Although remote leadership provides many advantages to organizations, 
it also brings with it various challenges that can limit the effectiveness of 
leaders. In the literature, these challenges are examined under headings such 
as communication problems, lack of motivation and commitment, work-life 
balance problems, technological barriers, and conflicts arising from cultural 
differences (Contreras, Baykal & Abid, 2020).

5.1. Communication Problems

In teams that are not physically co-located, communication takes place 
mostly through digital tools. This can lead to delays in information flow 
and misunderstanding of messages (Kirkman et al., 2002). In addition, 
the lack of body language, gestures, and facial expressions in face-to-face 
communication creates difficulties, especially in communicating complex or 
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sensitive issues (Cascio & Shurygailo, 2003). Communication breakdowns 
can lead to trust issues and weakening of cooperation within the team.

5.2. Lack of Motivation and Commitment

Maintaining organizational commitment and motivation of employees in 
a remote work environment is a significant challenge for leaders. Research 
shows that remote workers sometimes feel lonely, their sense of belonging 
to the organization decreases, and this situation negatively affects their job 
performance (Golden, Veiga & Dino, 2008). In this context, it is crucial 
for leaders to develop motivational strategies and interact with employees 
regularly.

5.3. Work-Life Balance Problems

In the remote working model, the boundaries between employees’ work 
and private lives can become blurred. Since employees often work in a home 
environment, they find it difficult to completely separate from work, and 
this increases the risk of burnout (Chong et al., 2020). At this point, leaders 
are expected to support employees in work-life balance and help them create 
healthy work routines.

5.4. Technological Barriers

While technology is the main tool for communication and coordination in 
remote leadership, it is also a source of various problems. Internet connection 
problems, software incompatibilities, or limitations in accessing digital tools 
can negatively affect work processes (Gilson et al., 2015). In addition, the 
low level of digital literacy of some employees creates additional challenges 
for leaders in managing the team.

5.5. Challenges Arising from Cultural Diversity

In globally dispersed teams, cultural diversity is an important source of 
enrichment, but can also lead to conflict when mismanaged (Hinds, Liu 
& Lyon, 2011). Different communication styles, ways of doing business, 
and values can lead to misunderstandings and cohesion problems within 
the team. If leaders fail to manage cultural differences, there may be a loss 
of trust and a decrease in performance within the team (Rockstuhl et al., 
2011).
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5.6. Leadership Roles and the Question of Identity

The lack of clarity in the roles and identities of leaders in remote leadership 
is another challenge. The leader-employee interaction that naturally develops 
in the physical environment may be more limited in the digital environment, 
and it may be difficult for leaders to display their authority or directive roles 
(Zaccaro & Bader, 2003). This can make it difficult to accept leadership, 
especially in newly formed teams.

6. Strategies for Successful Remote Leadership

Effective remote leadership requires not only the use of technological 
tools but also the strategies that leaders develop in terms of communication, 
motivation, trust, and cultural awareness. The literature highlights a number 
of key approaches to successful remote leadership (Avolio, Kahai & Dodge, 
2000; Purvanova & Bono, 2009).

6.1. Effective Communication Strategies

The success of remote leadership largely depends on effective 
communication. Leaders’ regular and open communication with employees 
reduces uncertainties and makes business processes more efficient (Zaccaro 
& Bader, 2003). In particular, the balanced use of synchronous and 
asynchronous communication tools supports both immediate coordination 
and long-term information sharing (Olson & Olson, 2012). Moreover, 
leaders setting clear goals and communicating expectations transparently 
contribute to building trust within the team.

6.2. Building and Sustaining Trust

Trust is one of the key determinants of collaboration and performance 
in remote teams. Leaders’ appreciation of employees’ contributions, 
transparent information sharing, and fair decision-making help to develop 
trust. It is also emphasized that trust should be supported not only by task-
oriented but also by relationship-oriented communication (Mayer, Davis & 
Schoorman, 1995). Regular feedback meetings and one-on-one meetings 
are effective strategies for sustaining trust.

6.3. Strategic Use of Technology

Technological tools play a critical role in remote leadership, not only for 
communication but also for motivation and engagement. Research shows 
that choosing the right technology increases team productivity (Gilson et 
al., 2015). Leaders need to identify digital platforms that fit the needs of 
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the team and provide training opportunities for employees to use these 
tools effectively. In addition, using video conferences not only for business 
purposes but also to support social interaction strengthens team cohesion 
(Neeley, 2021).

6.4. Increasing Employee Motivation and Engagement

To maintain the motivation of remote employees, it is important for 
leaders to develop reward systems that are aligned with goals (Deci & Ryan, 
2000). In addition, involving employees in decision-making processes and 
supporting their autonomy are among the effective strategies that increase 
engagement (Bell & Kozlowski, 2002). Leaders providing personalized 
support by recognizing the individual needs of employees also increase 
motivation.

6.5. Cultural Awareness and Inclusive Leadership

In globally distributed teams, it is critical that leaders take cultural 
differences into account and adopt an inclusive management approach 
(Rockstuhl et al., 2011). Cultural diversity can enhance creativity when 
managed correctly, but can lead to conflict when mismanaged. Developing 
cultural intelligence and respecting different value systems supports team 
cohesion and performance.

6.6. Flexible and Agile Leadership

The sustainability of remote leadership depends on the ability of leaders 
to adapt quickly to changing conditions. The agile leadership approach 
envisages flexible decision-making in uncertain environments and actively 
involving employees in change processes (Joiner & Josephs, 2007). The 
ability of leaders to develop proactive strategies against unforeseen crises 
increases the resilience of remote teams.

7. Remote Leadership in the Future

Remote leadership is not just a temporary crisis solution, but has become 
one of the key elements of modern organizations’ sustainability strategies. 
Especially the digital transformation process accelerated by the COVID-19 
pandemic shows that remote leadership will be a more permanent and 
comprehensive management model in the future (Carnevale & Hatak, 
2020).
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7.1. Technological Transformation and Artificial Intelligence 
Integration

One of the most prominent elements of remote leadership in the future is 
the integration of technologies such as artificial intelligence (AI), augmented 
reality (AR), and virtual reality (VR) into leadership processes. AI-based 
decision support systems will strengthen leaders’ data-driven decision-
making processes, while also providing new opportunities to monitor 
and evaluate employee performance (Brynjolfsson & McAfee, 2017). AR 
and VR technologies will greatly reduce the physical distance barrier by 
providing more interactive and realistic communication opportunities in 
virtual meetings (Cascio & Montealegre, 2016).

7.2. Agile and Flexible Leadership Models

Increasing uncertainties in the global business world suggest that agility 
and flexibility in remote leadership will become even more important in 
the future. Leaders will have to adopt a management approach that adapts 
quickly to changing market conditions, engages employees, and encourages 
continuous learning (Joiner & Josephs, 2007). In this context, future 
remote leaders will not only be strategic decision makers but also catalysts of 
learning and innovation.

7.3. Focus on Employee Experience and Well-being

One of the important dimensions of remote leadership in the future 
is an increased focus on employee experience and well-being. Work-life 
balance, burnout, and psychological well-being will be among the priority 
management areas for leaders (Choudhury, Foroughi & Larson, 2021). 
Leaders need to adopt a more holistic approach that considers not only job 
performance but also the emotional needs of employees.

7.4. Globalization and Diversity Management

The spread of remote working makes it easier for organizations to bring 
together employees from different geographies and cultures in the same 
teams. In the future, cultural intelligence and diversity management will be 
among the critical competencies of remote leaders (Rockstuhl et al., 2011). 
This situation will require leaders to see cultural differences as an asset and 
develop inclusive policies.
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7.5. Sustainability and Social Responsibility Perspective

Future leadership models will not only focus on efficiency, but will also 
include sustainability and social responsibility dimensions. The environmental 
impacts of remote leadership (e.g., reduction of carbon footprint) will be 
aligned with organizations’ sustainability strategies (Hooker, 2021). In this 
context, leaders will have to consider not only business objectives but also 
social and environmental responsibilities.
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