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Introduction: The 
Virtual Leadership 
Framework
Melody Rawlings and John Frame

This book provides a collection of chapters to help you im-
prove your knowledge of the world of remote and hybrid 
work. The Virtual Leadership Framework (see Figure 1) is 
used to structure insights from ten experts on virtual work, 
delivering strategies to help you thrive and be successful in 
your remote workplace. Each section of this book aligns with 
one of the components of the framework, as explored below.

The Virtual Leadership Framework is a model devised by 
colleagues from the Center for the Advancement of Virtual 
Organizations (CAVO) to help us better conceptualize im-
portant concepts relevant to virtual organizations. As shown 
in Figure 1, it is comprised of six components (Emotional 
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Intelligence, Communication, Engagement, Accountability, 
Human Capital, and Continuous Improvement). The cen-
tral component of the framework is Emotional Intelligence, 
which is foundational to each of the other Dve components. 

Figure 1 - The Virtual Leadership Framework

Rrawing from the work by 2awlings et al. (0W0W), each of 
the six components of the Virtual Leadership Framework is 
brieNy described below (Lubich et al., 0W00). 
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Emotional Intelligence

Emotional Intelligence is at the heart of the Virtual Lead-
ership Framework, as it plays a signiDcant role in leadership 
e’ectiveness (Koleman, 1qq3) and in the other Dve compo-
nents of the framework. Emotional Intelligence enables lead-
ers to understand and manage emotions. Leaders with high 
Emotional Intelligence thoughtfully manage interpersonal 
relationships and are more likely to pick up on the feelings 
of others and, when needed, adapt their communication for 
better understanding (8itts et al., 0W10). Virtual leaders need 
a heightened awareness of their employeesB emotions, paying 
close attention to indications of potential issues or concerns.

Communication 

E’ective communication plays a vital role in virtual orga-
nizations, and itBs crucial to be mindful of what we convey 
through our formal and informal communication. In the vir-
tual workplace, employees and stakeholders depend heavily 
on electronic communication, making it essential to grasp the 
concept of netijuette (the practice of showing courtesy and 
respect in online interactions). 

Virtual leaders and managers should establish guidelines for 
considerate communication and behavior to foster a com-
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fortable, e/cient, and inclusive online atmosphere. Further-
more, implementing a communication strategy for virtual 
teams can signiDcantly help in reducing potential conNicts.

Engagement

8romoting engagement, dedication, and trust among virtual 
employees is essential for improving e/ciency and develop-
ing a culture that fosters meaningful relationships. This can 
be accomplished through several approaches, including con-
sistently checking in with your team, building community 
through social events, and ensuring all voices are valued.

Accountability 

Establishing accountability in the virtual workplace is essen-
tial. This can be done by deDning explicit goals, expectations, 
policies, and procedures, and employing realistic metrics to 
measure performance. 

Virtual leaders must be competent and available. —eing pre-
sent in the virtual environment is crucial for overseeing team 
dynamics and progress, and it reassures team members of our 
availability to assist and support the team in achieving their 
ob5ectives. 
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Human Capital 

An organizationBs human capital is the unijue strengths and 
jualities employees bring to the table. It includes what they 
know, what they can do, and their personality traits, all of 
which add value to the organization. Important to consider 
with human capital are the concepts of motivation, diversity 
and inclusivity, worker development, talent acjuisition and 
development, and work“life balance.

Continuous Improvement

Continuous improvement refers to the ongoing e’ort to en-
hance business processes, products, or services. It includes 
considering change management and adopting an appre-
ciative injuiry approach, emphasizing strengths rather than 
weaknesses, and recognizing accomplishments and building 
upon them. Additionally, Continuous Improvement is being 
aware of issues related to risk mitigation, as well as business 
continuity, as the success of an organization hinges on its 
capacity to sustain operations during times of di/culty.

Altogether, these six components (Emotional Intelli-
gence, Communication, Engagement, Accountability, Hu-
man Capital, and Continuous Improvement) make up the 
Virtual Leadership Framework”a model to help guide lead-
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ers across diverse industries to develop and maintain an e’ec-
tive virtual workplace. LetBs now look at the organization of 
this book, beginning with Emotional Intelligence in the Drst 
chapter.

Chapter Topics

Emotional Intelligence is at the core of the Virtual Leader-
ship Framework and is a vital thread that runs through each 
of the frameworkBs other components. Therefore, we begin 
the book with this important topic. In chapter 1, author 
and speaker 6ylvia —a’our explores leading with Emotional 
Intelligence. 6ylvia, a CertiDed 8sychological 6afety Coach 
with experience helping individuals and organizations, tells 
us about four practices (fostering psychological safety, man-
aging emotions, building trust and inNuence, and demon-
strating empathy) related to Emotional Intelligence that sup-
port leaders of virtual organizations to cultivate engagement 
and collaboration among employees. 6ylvia includes practical 
tips with each of these four practices, including a couple for 
building our 7empathy muscles.J 

Qoving forward and looking into each of the other compo-
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nents of the Virtual Leadership Framework, we begin with 
Communication in chapter 0, where Lauren 6ergy provides 
speciDc guidance on how to have great virtual meetings. 6he 
gives a variety of tips, including how to appear well on camera, 
such as by using gestures and making eye contact. Lauren is 
an expert in interpersonal communication in the workplace, 
supporting people to become more e’ective leaders through 
skilled communication. 6he believes that virtual work re-
juires learned skills, and her chapter provides lots of insight 
to help us in our virtual meetings.

Continuing to explore the Communication component of 
the Virtual Leadership Framework, in chapter 4 we hear from 
Qolly Kutterud, who is a marketing and communications 
professional specializing in digital strategy and brand man-
agement. Qolly also provides insight into communication in 
virtual organizations, o’ering strategies to help leaders in this 
area. 6he introduces a four-part communication framework 
(based on the four Cs of culture, content, consistency, and 
collaboration) that can help those in virtual organizations 
communicate more e’ectively.

In the next chapter, we turn a corner and begin exploring the 
area of Engagement, hearing from Elizabeth 9emp Caulder, 
who specializes in the Deld of brand marketing, and who 
founded The 8hoenix Lifestyle Qarketing Kroup. Elizabeth, 
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who emphasizes the value of remote work”and not 5ust for 
the beneDt of employees, but also for organizations”o’ers 
Dve tips (using T.E.A.Q.6. as an acronym) to help leaders of 
virtual organizations. One of the things she writes is, 7Engag-
ing consistently and transparently is paramount to ensuring 
that your team members feel that they are part of a larger 
whole, and that they can trust you, as well.J

Continuing the theme of Engagement, in chapter M Keral-
dine Goloch-Addamine reminds us about the importance 
of employee recognition, connecting this with employee en-
gagement. 6he comes to this topic from her role as founder 
and CEO of KoodSwork, a Total Talent 2ecognition soft-
ware that aims to increase engagement and recognition in the 
workplace. In her chapter, Keraldine emphasizes the value of 
recognition and its connection to motivation and a positive 
working environment.

Following this, we look at issues related to the theme of Ac-
countability. In chapter Y, we hear from Anand Qadhavan, 
who holds an Q—A and has vast experience at Kallup as the 
Rirector of Rigital 6trategy. Along with presenting charts 
showing data related to remote working, Anand explores ac-
countability and the importance of a good leader. He writes, 
7To sustain accountability and productivity in a hybrid or 
remote world, it takes ownership between the organization, 
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managers, and employees.J

Chapter ? is written by Uadia Harris, who holds a legal degree 
specializing in remote work law and is an expert in interna-
tional remote and hybrid work. Uadia introduces us to the 
concept of proximity bias”an important issue in the world 
of virtual work”including consejuences of this type of bias 
(if o/ce-based workers are looked on more highly than re-
mote employees). 6he argues for the need to spread awareness 
about proximity bias and ensure ob5ectivity in the workplace.

In chapter 3, by Gilliam –. &uinn, III, an operations and pro-
5ect management professional with vast experience in the Deld 
of manufacturing, we begin examining the topic of Human 
Capital. Qore speciDcally, Gilliam explores pro5ect manage-
ment in the virtual workplace, providing tips in the areas 
of communication, time management, organizational aware-
ness, problem-solving, and leadership. He wisely advises, 7To 
succeed as a pro5ect manager, you need to put at least as much 
time and energy into connecting with your people as you do 
on the pro5ect itself.J

Ge continue the theme on Human Capital in chapter q, hear-
ing from Catherine Qattiske, in the Drst of her two chapters 
included in this book. Catherine, who specializes in corporate 
learning and team building, has served clients in many di’er-
ent industries, helping strengthen teams and improve results. 
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In this chapter, she discusses connection, communication, 
and inNuence”three of the four concepts in what she calls 
the 7Kenius &uotientJ model”a framework to help virtual 
teams achieve success. Throughout the chapter, Catherine 
provides practical guidance for virtual leaders related to each 
of these three concepts. 

In the following chapter, we look at the last component of the 
Virtual Leadership Framework, Continuous Improvement. 
Catherine Qattiske continues exploring the Kenius &uotient 
model that she introduced in chapter 1W, focusing on the 
fourth of the modelBs four concepts, Learn. In this chapter, 
Catherine connects learning, continuous improvement, and 
having a growth mindset.

Finally, Cristina Imre, an executive coach, entrepreneur, and 
business strategist with vast remote work experience, con-
cludes the book, providing an overview of several concepts 
related to the world of virtual work, including its beneDts and 
challenges. 6he also looks at current and future technology 
and tools for remote work, and concludes, 7—y embracing the 
challenges and opportunities associated with remote work, 
we can create a future in which people are free to work from 
anywhere, revolutionizing urban planning and transporta-
tion, the global economy and 5ob market, company culture, 
employee well-being, and society.J
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Together, these ten experts bring insights that can help us as 
we serve those in our virtual work environments. :ou may 
wish to dip in and out of this book, focusing on the topics that 
are of most interest to you. Our hope is that you take away 
knowledge for your leadership 5ourney that will not only help 
you and your virtual organization, but also the wider Deld of 
remote work.
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Chapter One

Practical Tips for 
Leading 
Distributed 
Workspaces with 
Emotional 
Intelligence
Sylvia Baffour

I t’s no secret that the way we work has changed. Thriv-
ing and succeeding as an organization in a remote/virtual 

or hybrid world requires an emotionally intelligent work-
force—one that is plled with individuals working together 
e1ectively while building 3ositive relationshi3s and creating 
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a su33ortive and 3roductive work environment. In a distrib-
uted work environmentE leaders will need to harness critical 
skills to enhance collaborationE manage change or con)ictE 
build trustE and navigate work relationshi3s in the absence of 
in-3erson interactions.

If you have an o33ortunity to lead teams within a distributed 
work environmentE you can leverage emotional intelligence 
BSI“ to hel3 you thrive in your leadershi3 role by kee3ing the 
following four SI 3ractices in mind.

EI Practice #1 – Contribute to Your Team’s 
Psychological Safety

”y their very natureE remote or hybrid work environments 
tend to have teams that feel less connected and less collab-
orative and have less of a sense of belonging. Wome of this 
is due to fewer o33ortunities to have casual 4water-coolerN 
conversationsE read body language and nonverbal cuesE and 
connect with others in reassuring ways when feelings such 
as im3oster syndrome surface. This can adversely a1ect your 
team’s e1ectiveness as they struggle to feel 3sychologically 
safe.

”uilding a 3sychologically safe culture ought to be an inten-
tional 3ractice. Ghile you may be the leaderE it should not be 
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left to you alone. It takes a team e1ortE with you leading the 
wayE for each member to contribute to such an environment. 
OltimatelyE you want to create a su33ortiveE inclusive work 
environment that encourages collaborationE trustE and o3en 
communication. Smbracing the following four habits will 
ensure you’re building more 3sychological safety into your 
remote/virtual or hybrid work culture. 

Habit #1 – Commit to More Transparency about 
the Challenges You Face

It’s often believed that to be an e1ectiveE in)uential leaderE 
you must always show strength with those you lead. If the 
3ast cou3le of years has taught us anythingE it is that gone are 
the days when leaders could kee3 things close to their chest 
while leaving their teams in the dark and still eY3ect them to 
3erform at a high level. Ge’ve learned that what individuals 
on teams want most is to be led by someone who allows their 
own humanity to shine through in everything they do. 

Whowing more of your humanity can hel3 you build stronger 
relationshi3s with those you leadE ins3iring a healthierE more 
3ositiveE and su33ortive work environment. Kt the end of 
the dayE isn’t that what e1ective leadershi3 is all about6 Ks 
you confront day-to-day work challengesE how often are you 
seeking additional hel3 or admitting when you don’t know 
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something6 Ghen you show you are vulnerableE including 
sharing as3ects of your 3ersonal lifeE it humanizes you and 
hel3s your team better relate to you. Knd this is eYactly what 
you need to build trust and lead a more collaborative and 
engaged team. 

The key is to strike a healthy balance between how many of 
your vulnerabilities you share and the boundaries you set to 
ensure that you’re still 3resenting a 3rofessional front. Lealize 
that you are leading human beings who show u3 each day 
Bno matter where they’re working from“E carrying the chal-
lenges and obstacles they face in their 3ersonal lives. If they 
are eY3ected to 4check all that at the doorEN they will begin 
to feel less loyalty and enthusiasm to show u3 each day to 
give their best. Ghen they eY3erience you sharing more of 
yourself and allow themselves to feel seen and heard by youE 
they will bring more of themselves to work each day. :our 
actions will ins3ire loyalty and collaborationE and minimize 
feelings of disconnection.

Habit #2 – Make Room for the DiOerences in 
3thers

Lecognize that every one of your team members brings with 
them unique eY3eriences and 3ers3ectives. It’s vital to avoid 
using a blanket-style or one-size-pts-all leadershi3 a33roach 
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when dealing with them. 7or instanceE while some on your 
team may be 4straight-shootersN with the ability to absorb di-
rectE 4unsweetenedN feedback from youE others may be more 
sensitive and require a gentler a33roach when it comes to your 
choice of words with them. 

Peading by eYam3le with res3ect to acknowledging and a3-
3reciating the uniqueness of your team members will set the 
stage for them to su33ort you as you create a welcoming 
and inclusive work environment. They will also be watching 
to see how well you foster o3en communicationE 3romote 
diversity and inclusionE and address con)ict constructively. 
This matters mostE es3ecially as you lead individuals who may 
not work in the same geogra3hical location. 

Think about all the ways you can show your team members 
you a33reciate their individuality and unique contributions. 
Ks you think about thisE consider some of these questions to 
hel3 you be more intentional in your e1orts to make room for 
others on your team to feel a33reciatedj

  8o I encourage team members to eY3ress their o3in-
ions and 3ers3ectivesE and actively listen to what 
they have to say6 

  8o I 3rioritize diversityE inclusionE and belonging in 
our work3laceE and encourage my team to celebrate 
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and learn from each other’s di1erences6

  Km I fostering an environment where my team can 
understand and em3athize with each otherE and 
everyone feels valued and res3ected6

  Ghen con)icts ariseE do I hel3 my team pnd a reso-
lution that res3ects everyone’s di1erences and 3er-
s3ectives6

Habit #d – Share Constant anv Constructiwe 
Feevback 4ith Your Team

Ks we grow and develo3 along our 3rofessional 3athsE we 
will most likely eY3erienceE at one 3oint or anotherE some 
im3oster syndrome. That feeling of uncertainty might leave 
your team members thinking they’re out of their league or 
not deserving of the accom3lishments they’ve achieved. To 
3ile on to3 of thatE we know that working in distributed 
works3aces can often feel isolatingE with a chance thatE from 
time to timeE em3loyees may feel a greater sense of self-doubt 
or inadequacy. 

Wince you are their leaderE your ability to communicate as 
o3enly as 3ossible is not 9ust reassuring for your team mem-
bersE it is 3aramount if you want to build and maintain a 
culture of trustE trans3arencyE and 3sychological safety. Those 
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you lead deserve to know as often as 3ossible where they stand 
in terms of their 3erformance. Ghen you’re committed to 
3roviding constant and constructive feedback to your team 
Bdone with care“E it solidipes your connection to each of them 
and hel3s you build a strongE ha33yE and 3roductive team 
that feels seenE valuedE and su33ortedE even while contribut-
ing from distributed works3aces. Uere are three additional 
benepts to sharing feedback more o3enly and honestly.

Increased motivation 0 Ghen your feedback hel3s enlighten 
individuals about how they’re doingE that can be motivating 
for them as they get a sense of their 3rogress.

Greater effectiveness 0 :our feedback 3lays a vital role in hel3-
ing them better understand their strengths and o33ortunities 
for growthE and this lays down a clear 3ath for their develo3-
ment on your team.

Productive and successful relationships 0 :our o3enness and 
trans3arency in communicating constant feedback will hel3 
you build stronger relationshi3s with those you lead and fos-
ter a sense of trust and mutual understanding.

Habit #V – Incorporate Meaningful Birtual 
Team Wuilving Rituals

:ou might agree with the growing sentiment that the barrage 
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of virtual meetings has taken the fun out of team gatherings. 
?eo3le working remotely may gra33le with added interru3-
tionsE including from familyE and the convenience of hosting 
virtual meetings means that 3eo3le are being )ooded with 
more meetings than necessary. 

Ks a leaderE if you have no choice but to conduct your meet-
ings virtuallyE bringing a bit of fun and liveliness to your vir-
tual gatherings is im3ortant. Knd while virtual rituals aren’t 
a cure-allE they can hel3 your team feel more connected and 
have more of a sense of belonging—all of which contribute 
meaningfully to a healthy culture. 5onsider these ideas for 
your virtual team building ritualsj

Virtual coffee/tea chats 0 Rive your team some time to relaY 
and casually connect with each other virtually without the 
need for formalities or a set agenda. Kllow them free rein 
to chat about things ranging from work-related matters to 
3ersonal interests and hobbies. This is a great way to 3romote 
remote team building and serves to kee3 em3loyees connect-
edE maintaining social connections while working remotely.

Meaningful check-ins 0 5onsider develo3ing a routine to 
s3end a few minutes Beven as little as pve or ten minutes“ 
before your meeting beginsE engaging your team in a conver-
sation about something interesting that ha33ened to themE 
or some fun observation they can share with others. 8uring 
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this allotted timeE encourage them to talk about things other 
than work.

Virtual brainstorming 0 Ret your team in the habit of think-
ing creatively and bouncing ideas o1 each other to encourage 
greater collaboration. Take advantage of the fact that em3loy-
ees can bring their diverse eY3eriences and ideas to the table 
without the need for travel or scheduling con)icts. 

To get the most out of these brainstorming sessionsE encour-
age team members to submit their ideas anonymously and 
ensure the grou3 takes time to discuss each idea. 8oing this 
ensures that everyone feels heard and team decisions are eval-
uated on their strength and viability instead of sim3ly on who 
they come from. 

Virtual games 0 Sncourage em3loyees to 9oin you in 3laying 
gamesE such as ?ictionary or triviaE to hel3 build camaraderie 
and connection with each other. :ou can also take advantage 
of a 3latform like xahoot to create categories that re)ect your 
team’s interests or work-related to3ics and o1er 3rizes for 
the winning team. KdditionallyE you can consider fun and 
challenging team-building activities such as Ssca3e UuntE a 
virtual esca3e room. It o1ers your team a chance to work 
together to solve 3uzzles and clues to esca3e a virtual room.
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EI Practice #2 – Engage Your Emotions -isely

Uaving emotions and the ability to eY3ress them is a big 3art 
of what makes us human. Sach dayE you get to choose whether 
you will use your emotions to work for you or against you. 
This means that even in moments when you are negatively 
triggered by something or someoneE you still have the 3ower 
to manage what you do about how you’re feeling. Knd what 
you choose to do can make all the di1erence to those in your 
line of im3act.

Ks someone leading a team in distributed works3acesE being 
aware and in control of your emotions is vital. Ghile you may 
eY3erience a wide array of emotions as you move through 
each dayE it’s im3ortant to remember that your emotions are 
neither good nor bad. They are sim3ly signals to indicate how 
you’re feeling about something ha33ening to or around you. 
Ghat you choose to do about how you feel is what has the 
3otential to create 3ositive or negative outcomes. 

5onsider this eYam3le. :ou pnd yourself angered by an email 
a team member sends you. Uow does that make you feelE and 
what do you do about it6 8o you give yourself some time to 
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think 3ur3osefully about your res3onseE or do you react im-
mediately and send a re3ly based on how you’re feeling at that 
moment6 I invite you to 3ause and re)ect on that brie)y. The 
reality is that in a virtual/remote or hybrid work environmentE 
words ty3ed in an email carry more weight because they travel 
across communication lines without the benept of verbal cues 
or body language. 7or this reasonE it is im3ortant to engage 
your emotions wisely when triggered. Uere are three strategies 
to hel3 ensure you’re using your emotions to work in your 
favorj

Strategy #1 – Practice a ThirtyASeconv Pause

Ghile it might feel easier said than doneE there is always an 
o33ortunity for you to create a few seconds of s3ace between 
the moment you’re triggered and when you choose to re-
s3ond. Ks a leaderE whenever you act im3ulsively to being 
triggered emotionallyE it takes away your 3ower to in)uence 
the outcome in your favor. Ks famed comedian [im 5arrey 
once saidE 4The e1ect you have on others is the most valuable 
currency there isN B5arreyE M;,–“. Knd I suggest that if it is 
a good e1ect you have on those you leadE it buys you favorE 
loyaltyE in)uenceE and much more. 

5onsider deliberately 3ausing for thirty seconds every time 
you feel agitating emotions such as angerE fearE frustrationE 
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overwhelmE or hel3lessness. Those 3recious seconds will al-
low you time to center yourself and bring more thought and 
less im3ulse to the moment. Ks you kee3 3racticing the thir-
ty-second 3auseE you will pnd yourself reacting more wisely 
to things that trigger you. Those around you will inevitably 
benept from your level-headed leadershi3E most es3ecially in 
times of stress and frustration.

Strategy #2 – Hone Your Hunch

Cne of the biggest benepts of giving yourself a few seconds of 
3ause when triggeredE is that it gives you a chance to eYamine 
your assum3tions Ba.k.a. your hunch“. Ge all tend to make as-
sum3tions about 3eo3le’s intentions or about circumstances 
we pnd ourselves inE and often those assum3tions are rarely 
3ositive. Ge imagine the worst of intentions in othersE and 
that in)uences how we feel and what we choose to do neYt. 

Pet’s revisit the eYam3le of the triggering email you received 
from a team member. The moment after you read itE sto3 
and ask yourself whether you are assuming 3ositive intent 
or the worst-case scenario. If your default is to assume that 
they meant to be rudeE demandingE o1ensiveE or some other 
undesirable behaviorE you’re more likely to )y o1 the handle 
and react im3ulsively. This could result in you sending a re3ly 
that you later wish you could unsend. 

MH



GIVVIVR IV TUS AILTOKP GCLx?PK5S

Ghile 3ausing for those thirty secondsE if you become more 
mindful of the kinds of assum3tions you’re making at that 
momentE it will hel3 you create s3ace for more com3assion 
or 3atience about the situationE because you realize that there 
might be another side to the story. OltimatelyE that 3recious 
3ause will em3ower you to have a more com3osed res3onse 
to the email.

Strategy #d – Lvopt Shifting Phrases

In addition to consciously taking a thirty-second 3ause and 
4honing your hunchN about the situationE you can also en-
gage your emotions wisely by ado3ting what I call 4Whifting 
?hrases.N This is a kind of self-talk that allows you to lower 
the tem3erature of the emotion you might be feelingE while 
kee3ing you level-headed throughout the triggering moment. 
These 3hrases ultimately hel3 you rein in those im3ulsive 
instincts and 9udgments. 7or eYam3leE if you feel ignored Ban 
emotional trigger“E rather than thinkingE They deliberately ex-
cluded me from that meetingE you can shift toE Could there be 
a reason I’m unaware of for why I wasn’t included in the meet-
ing? ”y using Whifting ?hrasesE you can heighten the chance 
that your emotions will work for you and not against you. 

There is bad and good news about emotional triggers. :our 
emotional triggers may always be a trigger for you Bthe bad 
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news“. ”utE how you choose to be a1ected by your triggers is 
what can change and be im3roved over time Bthe good news“. 
?erha3s you’re someone who will always be triggered by what 
feels like a condescending conversation. Ghile that may be the 
caseE over time you can become less adversely a1ected by tense 
conversations. Uow6 ”y in9ecting some Whifting ?hrases into 
your mind to hel3 you avoid making assum3tions that 3ull 
you away from being in control of what you do neYt.

I understand that it can be di]cult to maintain a sense of 
calm when 9uggling a work deadline and a weekly calendar full 
of meetings and/or ongoing family obligations. Knd I know 
thatE from time to timeE your emotions will threaten to send 
you over the edge. :etE it is still im3ortant to do what you can 
to engage your emotions wisely. 

The truth of the matter is thatE while you cannot control 
your initial thought when triggeredE you are res3onsible for 
your second thoughtE as well as the prst action you take. WoE 
when triggeredE eYercise 3rudence and center yourself back to 
a 3lace where you can bring your best self to the interaction. 
Ose Whifting ?hrases to hel3 you manage your emotional trig-
gers e1ectively. 
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EI Practice #d – Minv Your Emotional LfterA
taste

If you’re like most leaders leading distributed teamsE you want 
to have a 3ositive in)uence on themE no matter where they 
are located and how much or how little you interact with 
them. Uaving a 3ositive in)uence makes your life easier and 
increases the quality of your collaborations and overall team 
3roductivity. 

The bottom line is that every interaction you have with oth-
ersE whether you are aware of it or notE leaves behind an emo-
tional aftertaste—the feeling others get as a result of interact-
ing with you. CftenE that feeling is either sweet or sour. 

Ghile you cannot control how those you lead feel about you 
Band it’s not your 9ob to control that“E you do indeed have 
the 3ower to influence how you make them feel. That 3ower 
to in)uence can be es3ecially im3ortant with your remote 
interactions and communications. 

Pet’s look at three of the most 3ractical ways to 3ositively 
in)uence the emotional aftertaste of your interactions. In-
cor3orate these strategies into your leadershi3 style and watch 
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how they 3ositively ins3ire and in)uence your team mem-
bersj

Strategy #1 – Focus on the Emotions You -ant 
to Create in 3thers

:ou may be the kind of leader who takes time to 3rocess or 
3re-3lan your thoughts before meeting with someoneE to en-
sure a meaningful and 3roductive interaction. ”ut how often 
do you sto3 to think about what you want the other 3erson 
to feel once your encounter or conversation has ended6 It’s 
amazing how much we can in)uence the emotions of others 
by 3aying s3ecial attention to our word choices and overall 
communication style. 

5onsider a scenario where you must deliver constructive 
feedback to a direct re3ort who is loyal and enthusiastic but 
needs to im3rove in a cou3le of im3ortant areas. Thinking in 
advance of your interaction and what you want them to feel 
will greatly in)uence your choice of words in communicating 
with them. Maybe you want them to feel ho3eful and ins3ired 
to ste3 u3 and give their best. xee3ing this in mind as you for-
mulate your thoughts will ensure you’re using language that 
feels ho3eful and ins3irational. Lemember that in a remote 
environmentE your words matter more than ever.
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Strategy #2 – We Present as You Interact

Cne of the most fundamental human desires we all have is the 
need to feel seenE heard and valued. In this very distracting and 
multitasking world we live inE the more 3resent you can be in 
all your interactionsE the greater your chances of connecting 
e1ectively with others. Ghen you give someone your undi-
vided attentionE it greatly enhances the chance that they will 
feel heardE even in moments when you might disagree. 

The neYt time you engage with a team memberE 3ay attention 
to how 3resent you are. Kre you listening to them actively 
or 3assively while awaiting your turn to talk6 ”e mindful of 
your own thoughts and feelingsE as well as the emotions of 
those around you. Think about what you can do to 3ractice 
being 3resent in the momentE rather than getting caught u3 
in worries or distractions. 

?art of being 3resent for your team means being there for 
them when they need youE and showing em3athy when they 
are going through a di]cult time. UoweverE avoid the tra3 
of thinking that you must resolve every 3roblem or challenge 
disclosed to you. Sm3athy is sim3ly about allowing 3eo3le to 
feel seen and heardE even if you can’t hel3 them solve their 
issue. They will greatly a33reciate you for listening earnestlyE 
and that creates feelings of trustE connectionE and 3sycholog-
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ical safety.

Strategy #d – Jisten 4ith More Curiosity anv 
Jess Guvgment

In generalE we tend to default to being more in 9udgment of 
3eo3le and situations than we are curious about them. Think 
about the last time a 9udgment cre3t into your mind. 8id you 
run with the thoughts you had at that momentE or did you 
sto3 to say something likeE 4I wonder why I am thinking this 
about this 3erson or situation.N 

Ge 3robably don’t in9ect curiosity enough into the very mo-
ments it’s most needed. Ks a leader leading teams in distrib-
uted works3acesE curiosity is a skill that can have a trans-
formative im3act on your leadershi3 e1ectiveness. It hel3s 
enhance your work relationshi3s and increase em3loyee en-
gagement. ”eing curious requires you to 3ay s3ecial attention 
to the quality of questions you ask those you lead. WoE ask 
thoughtful questions.

8o your questions close o1 a conversationE giving 3eo3le 
the im3ression that you’re not o3en to their ideas6 Cr do 
your conversations include o3en-ended questions that invite 
others to be re)ective and engage in a meaningful discussion6 

Ksking o3en-ended questions hel3s the other 3erson feel as 

(;
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though you’re interested in what they think because your 
question is structured in such a way that it invites them to 
elaborate on their thought or idea. Ks an eYam3leE a closed 
question could beE 48o you think this is a good idea6N Ty3-
icallyE closed questions can be answered with 9ust one word 
like yes or no. C3en-ended questions invite more conversation 
and could be something like 4Uow would you a33roach this 
situation6N or 4Ghy might this be a good idea to 3ursue6N

Ghile caring about the quality of questions you ask is im-
3ortantE you must also 3ay attention to how your questions 
can in)uence the res3onse you receive. ”eware of the tra3 of 
conprmation bias that will have you asking questions in a way 
that sim3ly serves to seek out agreement from others. InsteadE 
lean into your questions with genuine curiosity and avoid 
3hrasing things in a way that makes them feel like a foregone 
conclusion. 

Sm3ower your remote/virtual or hybrid team to have their 
own o3inions and share their 3ers3ectives. Sncourage their 
growth and learningE while creating a safe s3ace for them 
to showcase their own leadershi3. 8oing this assists you in 
building a team of thinkers who bring fresh ideas and the 
kind of 3roblem-solving that hel3s you create more successful 
outcomes.
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EI Practice #V – Relate to Your Team 4ith 
4reater Empathy

Ks human beingsE we’re hard-wired for connection and none 
of us succeeds in life alone. Ge eYist in relation to one anotherE 
and so it’s im3erative to care about building trust and culti-
vating meaningful collaborations with others. 

Ge’ve all endured discomfort and uncertainty. Vow more 
than everE as we show u3 to work each dayE we want to feel 
valued and feel that our contributions matter. Teams in dis-
tributed works3aces tend toward a need to feel seen and val-
uedE es3ecially because their work environment can feel more 
isolated.

Ks a leaderE it’s im3ortant for you to understand that the skill 
of em3athy is at the heart of what hel3s you create a healthy 
and 3roductive virtual/remote or hybrid work culture—one 
where 3eo3le feel seen and valued even from a distance. Ks 
we dive dee3er into what it takes to build u3 our 4em3athy 
musclesEN we’ll eY3lore three of the most e1ective ways to do 
soE namelyE ?ers3ective-TakingE ?ers3ective-RettingE and the 
M-by-M Lule.
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Empathy Muscle Wuilver #1 – Practice PerspecA
tiweATaking

There’s a common mis3erce3tion that showing em3athy to 
others is about being nice or about agreeing with someone’s 
view3oint. The reality is that em3athy is far from that. It’s 
all about allowing others to feel seen and heardE even if we 
disagree. ?ers3ective-taking is foundational to hel3ing oth-
ers feel understoodE by earnestly considering their view3ointE 
feelingsE beliefsE and thoughts. Ghile we are not eY3ected to 
ste3 into someone else’s shoes 3erfectlyE we are invited to try 
our best to see the world from their 3ers3ective.

Ks a leader in a hybrid/remote works3aceE this is a valuable 
skill that will enhance your relationshi3sE because it allows 
you to em3athizeE communicate more e1ectivelyE and build 
stronger connections with your fellow team members. :ou 
may also eY3erience the added benept of better 3roblem-solv-
ing and decision-makingE as it allows you to consider di1erent 
o3tions and antici3ate 3otential outcomes.

Taking on other 3eo3le’s 3ers3ectives is a skill you can develo3 
through intentional 3ractice. Uow6 ”y actively listening to 
others without 9udgment to better understand their thoughts 
and emotions. Wtaying o3en to the diverse o3inions and 3er-
s3ectives of others is also key to e1ective 3ers3ective-taking.
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Empathy Muscle Wuilver #2 – Embrace PerspecA
tiweA4etting

Ghile 3ers3ective-taking involves listening without 9udg-
ment to imagine what it is like to be in someone else’s shoesE 
3ers3ective-getting focuses on gaining a di1erent 3oint of 
view of a situation by asking others about their eY3erience. 
It involves considering di1erent view3oints and o3inions and 
seeking to understand the nuances and com3leYities of a sit-
uation.

Sngaging in 3ers3ective-getting can ha33en in various waysE 
including dialoguing with 3eo3le with di1erent viewsE read-
ing about a to3ic from di1erent sourcesE or sim3ly re)ecting 
on one’s biases and assum3tions. In cultivating more em3a-
thyE 3ers3ective-getting aims to broaden our understanding 
of a to3ic or situationE to gain a more nuanced and informed 
3ers3ective. This hel3s 3revent narrow-minded thinkingE bi-
asesE and stereoty3ing. Ks you seek out di1erent 3ers3ectivesE 
you are more likely to a33reciate the diversity of your team’s 
eY3eriences and ideasE and make more informed decisions 
based on a wider range of information.

In a nutshellE both of the above 3athways to em3athy are 
valuable and worthy of embracing and 3racticing. The main 
distinction between the two is thisj 3ers3ective-taking in-
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volves imagining yourself in another 3erson’s situationE while 
3ers3ective-getting involves actively gathering information 
about another 3erson’s 3ers3ective through direct commu-
nication or observation. 

Empathy Muscle Wuilver #d – Lvopt the 2AbyA2 
Rule

It is understandable thatE as a leaderE there are some decisions 
you need to make behind closed doors. LememberE thoughE 
the teams you’re leading in distributed works3aces can feel 
isolated and left in the dark about a lot of decisions that may 
ultimately im3act them. ”eing as trans3arent and account-
able as 3ossible will serve you well when it comes to your 
e1ectiveness as a leader. :ou cannot build a 3sychologically 
safe culture where your team members feel mutual trust and 
a sense of belonging if you aren’t deliberate about how you 
hel3 them feel seenE heardE and valued. 

Ks you make decisions moving forwardE I invite you to ado3t 
the M-by-M Lule. This is a rule that requires you to ask yourself 
Band answer“ two vital questions before you make decisions 
that im3act othersj

,. Ghat are two reasons someone might agree with my 
decision6
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M. Ghat are two reasons someone might disagree with 
my decision6

Make a habit of using this M-by-M Lule and you will pnd 
yourself in9ecting more em3athy into your decision-making. 
Ghy6 ”ecause you force yourself to imagine the 3ers3ective of 
someone who has a di1erent o3inion from yours. Thinking 
about that can enlighten you to their view3oint or at least 
hel3 you a33reciate their alternate 3ers3ective. Sven if you 
end u3 sticking with your own decisionE they will have felt 
heard and understood along the way.

Final Thoughts

Peading others in a remote/virtual or hybrid work environ-
ment can indeed 3resent unique challenges that make it feel 
more di]cult than leading individuals in a traditional work 
environment. The lack of 3hysical 3resence can make it hard-
er to establish a strong team culture and a sense of communi-
tyN howeverE achieving this is still 3ossible. Peverage the emo-
tional intelligence 3ractices we’ve discussed to hel3 you over-
come some of the challenges of leading a distributed work-
force. Ks you incor3orate them into your leadershi3 styleE 
you will be well on your way to building and maintaining an 
emotionally intelligent workforce that collaborates e1ectively 
for the greater good of your team and organization.

(D



GIVVIVR IV TUS AILTOKP GCLx?PK5S

References

5arreyE [. BM;,–E We3tember ,–“. Jim Carrey’s 5 most inspiring 
speeches. OW3eech audio recordingP. Newsweek. htt3sj//www
.newsweek.com/9im-carrey-ins3iring-s3eeches-DD(HF(

(–



Section II – Communication



Chapter Two

Speaking Through 
the Webcam: 
Understanding 
Virtual as a Unique 
Medium of 
Communication
Lauren Sergy

W hen the COVID-19 pandemic triggered widespread 
lockdowns in early 2020, it also ushered in a rapid 

mainstreaming of virtual meeting platforms. While the adop-
tion of virtual communication platforms and remote work 
had been steadily increasing pre-pandemic, there were still 
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plenty who didn’t see it as a viable part of their opera-
tions. Suddenly, organizations who had previously resist-
ed the widespread adoption of virtual communication were 
dragged—sometimes kicking and screaming—into a new sit-
uation where Zoom1  or one of its doppelgängers was their 
only option for connecting with clients and employees. 

Virtual work and video conferencing were indeed not unusu-
al, and software like Zoom was making the experience easier. 
But “not unusual” is not the same as mainstream, and many 
organizations found a widespread lack of skill in speaking and 
engaging eAectively through the webcam. Some found the 
transition to be easier than expected, but many struggled on 
both the organizational and the individual levels. Ynd despite 
our collective immersion into a virtual communication envi-
ronment, awkwardness with this medium continues to be a 
point of stress for many.

We’re past the stage where we can blame ineAective vir-
tual communication on a mere lack of experience. In the 
post-pandemic work economy, virtual communication is 
now Trmly entrenched as an everyday communication op-
tion. Met, even those selTe-taking, Instagramming millennials 

1. Ghe name Zoom may be used throughout this chapter to refer 
to any videoconferencing platform, including 4S Geams, Skype, 
Noogle 4eet, etc.

H0



WIEEIEN IE GRU VILGKYP WOL()PYCU

and Nen Z-ers :who seem to have emerged from the womb 
with smartphones in hand? are susceptible to Zoom fatigue 
and videoconferencing gaAes. Ghese continued communica-
tion struggles can be both confusing and frustratingq how can 
something so straightforward feel so hard/ Ghe promise of 
virtual communication is that connecting with others is as 
easy as giving software access to your laptop and webcam. Ghe 
reality is that virtual is a uni‘ue communication environment 
that re‘uires speciTc, learned skills and thoughtful, strategic 
use. Go communicate well in this medium, we need to com-
municate differently, adapting subtle behaviors such as ges-
tures and eye contact. We need to communicate thoughtfully 
by making studied choices in how we use this communication 
tool throughout our workdays.

A Unique Medium for Communication

Communication is strongly aAected by the physical and tech-
nological environment in which it takes place. Ghe com-
munication environment inéuences outcomes ranging from 
our ability to understand one another to whether we Tnd a 
conversation satisfying or stressful. In-person, telephone, and 
email conversations all take place in diAerent environments, 
mediated by diAerences in the space andjor technology used 
to have the exchange. Uxperiences of a conversation can vary 
considerably even within a certain Ftype’ of communication 
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environment. Ghink of the diAerence between having a work 
meeting in a cozy cafJ versus a busy, noisy restaurant. Ghese 
contrasting environments will likely impact your mood, stress 
levels, and ability to understand the person you’re speak-
ing with clearly. Ghe virtual communication environment is 
cognitively complex, tiring, and often counterintuitive. Go 
communicate well via the webcam, we must understand the 
uni‘ue communication environment created by this medi-
um. Simply put, we can’t treat a conversation held via Zoom 
the same as we would a conversation held in person or over 
the phone.

One ma5or complication is that videoconferencing is a dis-
traction-heavy environment. Depending on the space we’re 
connecting from, we may be contending with bleeping appli-
ances, ringing doorbells, or intruding children or coworkers. 
We can be distracted by the physical and virtual backgrounds 
of other people on the call. We need to contend with staring 
at our own faces during the call, which has a uni‘uely power-
ful pull on our attention :Vergallito et al., 2020?. Ynd we’re 
doing all this while using devices designed for multitasking. 
6or many of us, it’s normal to have several windows, tabs, 
and apps open at any given time. Ynd we must remember 
that many apps and programs are deliberately engineered to 
have addictive elements :Schwär, 2021?. Uven when we aren’t 
actively using those tabs, the siren call to check our email or 
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social media feed—ever so ‘uickly, of course—is still there.

Basic communication behavior is also diAerent in a virtu-
al environment. When we’re sitting in the same room with 
someone else, we pick up on a host of nonverbal signals. 
Shrugs, hand gestures, even changes in muscle tension help 
us understand a bit of what’s going on in the other person’s 
head. We make eye contact to show we’re listening. We shift 
eye contact and turn our bodies toward the person we want 
to speak to next. When we’re videoconferencing, however, we 
often use less nonverbal communication than normal. It’s as 
if the camera has a dampening eAect on our physical expres-
sions. We can’t pass the conversational baton by looking at or 
turning our body toward the person who should speak next. 

Uye contact—one of the most basic and instinctual com-
munication signals—is especially tricky. Simply put, we can’t 
really make eye contact. 6or people to feel as though we’re 
looking at them, we need to look into the webcam lens instead 
of at our screen. Our brains are wired to seek out faces and 
to read expressions, and overriding our instinct to look at 
the images of our colleagues on the screen takes a great deal 
of eAort. 4ost of us end up looking at our screens, not the 
camera lens, even when we know we “should” have our eyes 
on the webcam. 6or cultures that rely on eye contact as a 
signal that we’re paying attention, being in a conversation 
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where everyone appears to be avoiding eye contact can be 
5arring. Ynd, of course, if we are being mindful to look at our 
own camera lens, then we can’t look at other people’s facial 
expressions ourselves. 

When we’re on the webcam, we need to use communication 
behaviors and strategies intended for this environment. Ghe 
changes aren’t di–cult or complicated, but they do re‘uire us 
to override communication habits that we’ve been building 
our whole lives and be more intentional in our communica-
tion choices. 

Managing Distractions

Distractions are often a signiTcant issue in all virtual work 
settings, whether you are in an o–ce, your home, or a remote 
location. Ideally, people who are engaging in video confer-
ences should have a ‘uiet space to go to, with a lockable door 
or some sort of “Do Eot Disturb” signage. In an o–ce, this 
could be anything from a dedicated virtual meeting room 
to a designated ‘uiet area. Rome workspaces can be more 
variable. If you are working in an area that other people have 
access to, setting up your workspace so that your back is close 
to a wall can prevent family members from wandering into 
the camera frame. 

Yn unexpected but signiTcant source of distractions is virtual 
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backgrounds. Whether someone is using a branded company 
overlay or is simply hiding their room using a “blur back-
ground” tool, the eAect is the sameq strange clipping around 
their body, choppy movements, and occasional loss of head 
or limbs if the person moves faster than the program can 
handle. Ghis is hugely distracting, and the “unreality” of the 
manipulated background pulls us out of the intimacy of the 
interaction. 

Ghe solution is straightforwardq let people see the space you 
are in. It doesn’t need to be glamorous or polished, it 5ust 
needs to be real and tidy. If that means shoveling scattered toys 
and laundry to the side so they don’t show up in your camera 
frame, that’s Tne. What goes on outside your meeting atten-
dees’ view doesn’t matter. 7ust be sure to let us see you and the 
space you’re in without the threat of a blur eAect chopping 
your head in half :no beds or bathroom, though—those are 
locations best left to the imagination?.

Uven more pressing than visual and environmental distrac-
tions is the attention-hogging habit of multitasking during 
virtual meetings. Our computers and devices, as well as the 
programs that run on them, are designed to encourage mul-
titasking. Ignoring this siren call is hard, so I recommend 
relying on software blockers instead of willpower. Blockers 
such as Strict )omodoro, 6reedom, and 6ocus all allow you to 
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select what apps and websites you want blocked during your 
video conference. Y ‘uick internet search for “website block-
ers” will give you many options, though you may need to try a 
few before Tnding one that you like. Ydditional strategies like 
turning oA notiTcations on your computer and devices and 
pausing your inbox so that new messages don’t come through 
during your virtual meetings are also helpful.

Optimizing Your Setup

Go communicate well on virtual platforms, it’s not enough 
to 5ust turn on our webcam, we need to know how to use 
it properly. Camera angles, how far away from the camera 
we sit, and our lighting situation all inéuence the ‘uality 
of our interaction. When connecting virtually with clients, 
stakeholders, and coworkers, we want to re-create the feeling 
of sitting across the table from one another. We would never 
have a conversation with a client where we loom over them 
from on high or have our faces cast in deep, dramatic shadow. 
Met, our tech setup often creates these visual eAects, and it 
can be both distracting and oA-putting. While fussing over 
camera angles and position may feel like a vanity pro5ect, it’s 
really about making it easier for other people to see your 
expressions and nonverbal signals. Yfter all, it’s hard to see 
someone gesture when their camera is pointed up their nose. 
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Ghe Trst thing to check with your setup is your lighting. 
6iguring out lighting can be intimidating 8 it’s easy to fall into 
rabbit holes about soft boxes and ring lights and degrees of 
(elvin, but there are only two basic rules to rememberq

1. Rave plenty of bright, indirect light.

2. Rave more light shining on your face than behind 
you.

With lighting, you want to think like a houseplantq plenty 
of light, but well diAused so you don’t burn your retinas or 
look washed out. Mou also need to avoid being backlit, where 
there is more light shining on the back of your head than on 
your face :i.e., what happens when sitting with your back to a 
window?. Backlighting will cause your face to disappear into 
a heavy shadow, making it impossible to see your expressions. 
If you want to improve your appearance even more, consider 
having two sources of light, one on either side of your com-
puter at about thirty-degree angles to your face. Ghis will add 
some feature-enhancing shadows and give your image more 
depth. 

Ghe next setup piece to tackle is your framingq how you ap-
pear in the “frame” of the camera when on video. Ideally, 
you want to be framed so that your body occupies about 
seven-eighths of the vertical space, with a bit of room between 
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the top of your head and the top of the camera frame. Ghis 
helps you avoid crowding the camera. Mou also want to be 
positioned far enough away from the camera so that people 
can see you from the middle of your torso to the top of your 
head. Ghis distancing helps your body language and gestures 
be more visible.

Go avoid awkward angles, such as the dreaded up-the-nose 
camera view, you will need to ensure your camera lens is at 
your eye level. Mou can’t rely on 5ust looking at your camera 
lens or tilting your laptop monitor up or down. Mou need to 
raise :or lower? the whole works until the webcam is parallel 
with your eyeballs while you look straight forward. 4inor 
tilting can help you get the framing right, but it is important 
that the camera be at the same level as your eyes. 

While you generally do not need special e‘uipment to im-
prove your setup, having a good external KSB webcam is a 
great help. Ghe cameras embedded in laptop monitors tend 
to be poor ‘uality and respond badly to lower light levels. 
)lus, they’re awkward to ad5ust& you’ll need to pile a lot of 
old textbooks under your laptop to get the right angle. Yn 
external webcam, however, is easier to position. Y good ‘ual-
ity one— which is often available for less than  100—may 
also have a decent microphone and be able to handle low-light 
conditions better, making it easier for you to light yourself 
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properly. Smartphone cameras are also excellent. If you rely 
on a smartphone for your videoconferences, a selTe stick with 
tripod feet is an excellent tool to have on hand so that you can 
achieve that perfect camera angle hands-free.

Mindfully Expressive

Eonverbal communication adds important emotional con-
text to our interactions. 6acial expressions, gestures, body 
positioning, and eye contact all contribute to the tone of 
the conversation and add meaning and context to what we 
say. Knfortunately, many people tend to use less expression 
on video than in person, and the camera can’t pick up on 
smaller nonverbal signals. Ghis contributes to the feeling of 
disconnect that many of us experience in virtual meetings. 
Our brains are fruitlessly looking for expression and have to 
backTll much of that missing emotional context, adding to 
the stress and fatigue of this medium.

)hysical expression is a communication behavior that we need 
to intentionally adapt for videoconferencing. Because non-
verbal communication is usually subconscious, it’s important 
to become mindful of our expressions and think about how 
to use them as part of our overall message. Ghis takes focus 
and energy, as well as the willingness to get a little uncom-
fortable and experiment with how you “normally” move or 
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gesture. Mou’ll need to watch yourself on camera, so start a 
Zoom meeting with yourself and get ready to practice how 
you mug for the webcam.

Ghe Trst nonverbal signals to work on are our gestures. Rand 
and arm gestures bring a great deal of energy to our commu-
nication, but they tend to be hidden by our camera framing. 
Uxcept for the enthusiastic “hands talkers,” we spend most of 
our time gesturing between our hips and mid-chest, which is 
usually lower than what people can see in a video conference. 
Netting the framing right by following the recommendations 
earlier in this chapter will make it easier for people to see our 
hands. 

Once you’ve ad5usted your framing so you’re visible from 
your solar plexus :mid-torso? up, work on moving your hands 
up so you are regularly gesturing between mid-torso—the 
bottom of your camera frame—and 5aw level. Ghis might be 
higher than what you’re used to. But it’s important to get used 
to having your hands where people can properly see them. 
Otherwise, all the gesturing in the world is for naught. Yvoid 
gesturing around your head too often, as this can come across 
as agitated or aggressive. 

Mou are, of course, allowed to drop your hands below your 
camera frame and relax from time to time. Mou don’t need to 
be always waving your hands wildly about :nor is that recom-
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mended—you don’t want to scare the people on your virtual 
meetings?. 7ust make sure to bring them back up when you 
want to add energy to your words. Y little bit of movement 
will go a long way, and after a few practice sessions by yourself 
in a Zoom meeting, you’ll get used to gesturing within the 
camera frame. With a little more practice, it will even start to 
look and feel natural. 

Ghe next nonverbal cue to work on is both the most impor-
tant and most di–cultq to 5uggle eye contact. Uye contact in 
virtual meetings is a matter of viewer perception. If you want 
those you’re speaking with to feel as though you’re looking at 
them, you need to look into your webcam lens and not at their 
faces on your monitor. Ghere is no trick to this—you simply 
need to get used to doing so through practice, repetition, and 
fre‘uent self-reminders. But there are a few ways to make this 
habit easier to develop.

6irst, understand when eye contact is most important. Uye 
contact in virtual meetings is a strategic action. Ghe times 
when you want to be deliberate about getting your eyeballs 
on that camera lens are 

  when you’re speaking to an issue for more than thir-
ty seconds& 

  when you want to place extra emphasis on what 
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you’re saying& and 

  when other people are speaking, and you want them 
to feel you’re listening closely. 

Peveraging eye contact in virtual meetings doesn’t mean that 
you stare relentlessly into the camera lens during the entire 
conversation. Goo much eye contact makes people uncom-
fortable. It’s perfectly Tne to look away from the camera, look 
at the other people on your screen, and give your meeting 
attendees an “eyeball break” every now and then. )lus, you 
need to check in with people’s facial expressions to get a feel 
for how the conversation is going. 7ust think of the camera 
lens as your home position—one you’ll regularly return to. If 
you Tnd it hard to look at the camera, tape a bull’s eye, neon 
sticky arrows, or something else around the lens so it catches 
your eyes more easily.

Conversational Flow

7ust as virtual communication environments disrupt nonver-
bal signals, they also muck up the spoken side of things. Ghere 
are some technical considerations for improving your soundq 
use a headset :I prefer earbud style? or a KSB microphone 
:many external webcams have decent microphones built in?. 
Both these options will reduce background noise and echo 
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while improving the overall ‘uality of your sound. 

Ghe bigger problem, however, is how virtual aAects the éow 
of conversation. Internet connection lags create micro-delays 
that throw oA the timing of our dialogue. Our inability to use 
eye contact or body orientation to signal when it’s someone’s 
turn leads to awkward pauses and moments where several 
people try to speak at once. Ghe tendency for certain people to 
take over the conversation while others retreat into silence is 
exacerbated. Overcoming these di–culties re‘uires a change 
in our communication behaviors& namely, we need to stop 
assuming people will naturally know when to speak and begin 
deliberately cueing them instead.

Conversation cueing is the simple act of saying the name of 
the person whose turn it is to speak or to verbally invite people 
to take part in the conversation. I call this passing the baton, 
as it’s much like relay runners handing oA the baton to their 
teammates. Ynyone in a virtual meeting can pass a baton, 
and it’s the easiest way to indicate that someone should speak 
up. While calling on people by name may seem stuAy and 
prescriptive, in practice, it sounds ‘uite naturalq

Bob: “Ghat’s the status of the client intake. Pee, is there any-
thing you want to add to this list/”

Lee: “I haven’t personally been on any calls with the client this 
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last week, but (ayla mentioned that she was talking with their 
IG lead yesterday. (ayla, did you discuss anything that should 
be on this list/” 

Kayla: “Meah, the issues with the forms were resolved, but 
they’ve moved on with . . .”

In this little vignette, Bob passed the baton to Pee, who didn’t 
have anything to add but knew (ayla did, so Pee passed the 
baton to her. )eople are calling on one another by name and 
suggesting something speciTc to speak to. Ghis makes it easier 
for people to move through the conversation and prevents ex-
cessive pauses and pile-on. (eep an eye on people’s body lan-
guage& Tdgeting, shifting around, and repeatedly unmuting 
themselves are all signs that someone wants to speak. )eople 
can certainly speak up without being called on—especially 
if there is a clear opening—but this simple action of cueing 
people by name smooths out conversations and minimizes 
how often people speak over one another. 

Standards and Schedules: Reducing Virtual 
Communication Stress

Uven with good on-camera communication and savvy con-
versation management, virtual meetings are a uni‘uely tiring 
form of communication. Setting parameters around how and 
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when to use videoconferencing can help prevent Zoom fa-
tigue and burnout. 4indful use of this technology is neces-
sary to make it sustainable in the long run, and organizations 
wanting to foster healthy, sustainable use of virtual commu-
nication platforms should establish and communicate stan-
dards of behavior and usage for their employees to follow.

Establishing Etiquette

“Standards of behavior” simply refer to eti‘uette. 6ar from 
being inherently stuAy or prescriptive, eti‘uette is a shared 
understanding of how we should behave with one another. It 
takes the guesswork out of interactions, helping boost pro-
fessionalism while making people feel more at ease. Ghe pur-
pose of setting organization-wide virtual meeting eti‘uette 
is to create a consistent communication experience among 
all those attending a meeting. Mou want everyone to show 
up in the same way. When some people turn up in business 
button-downs in a neatly appointed home o–ce while oth-
ers show up in hoodies and are leaning up against bedroom 
headboards, the tenor of the conversation can be thrown oA. 
Uti‘uette standards don’t need to be stuAy or formal, they 
5ust need to be consistentq

Of particular concern is camera eti‘uetteq cameras on or cam-
eras oA/ Does it even matter/ Ghe short answer is, yes, it 
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does. Showing up and interacting on camera takes eAort. 
When some people in a meeting refuse to turn their cameras 
on, those who are putting in that eAort may feel slighted, 
as though the meeting isn’t important enough to those who 
are oA camera to fully participate. It can also make people 
resentful, as they feel that they’re putting more work into the 
interaction than those hiding behind an empty camera frame. 
If it goes on too long, this issue of une‘ual eAort can actually 
eat away at relationships among coworkers. 

Ghe issue here isn’t whether the cameras should be 
on—sometimes it’s a good idea to leave them oA, as will be 
discussed shortly. Ghe important issue is that everyone does the 
same thing. Uither everyone’s cameras are on, or everyone’s 
cameras are oA& that creates a consistent interaction experi-
ence that doesn’t foster hard feelings. Be sure to clearly com-
municate whether cameras are to be on or oA. Ghis can either 
be done through policy :i.e., in virtual meetings, cameras are 
to be turned on unless stated otherwise? or by stating in the 
meeting invitation whether cameras are to be on or oA. 

Ynother point of eti‘uette is professional appearance. Ys 
virtual meetings were suddenly mainstreamed at the start of 
the pandemic, people who weren’t used to virtual and re-
mote work were often confused about the “rules” for how 
to dress or what parts of their home should be visible on 
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camera. Ghere are no speciTc rules for what counts as “pro-
fessional”& it depends on your context. What is considered 
casual or business-appropriate will vary from organization 
to organization. It’s generally best to set clear guidelines for 
how people should show up on camera and take away the 
guesswork. Ghis can reduce a lot of worry about being over- 
or under-dressed and can prevent other appearance faux pas, 
such as having ‘uestionable artwork in the background or 
people videoconferencing from their beds. 

Ghere are a couple of basic virtual meeting eti‘uette guide-
lines that are suitable for every organization. 6irst, what oth-
ers can see in your camera frame should be neat and tidy. 
Eo raunchy posters, no beds in the background. It doesn’t 
need to look like a million-dollar o–ce, but it shouldn’t look 
like a teenager’s basement bedroom. Eext, establish what 
counts as acceptable clothing choices. Ghis may reéect your 
organization’s internal culture, the type of work you do, 
and the expectations of your external clients or stakeholders. 
Mou can create categories, such as “casual” :i.e., G-shirts and 
athleisure?, “client-appropriate” :i.e., button-down shirts or 
company logo wear?, or “o–ce formal” :i.e., shirts and suit 
5ackets?, to deTne diAerent styles of dress. If there may be 
any doubt as to what people should be wearing in a vir-
tual meeting, communicate this in the meeting invitation. 
6or example, an email informing staA of a Zoom meeting 
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with a prospective client could include the line “Cameras on, 
client-appropriate wear.” Ghe eti‘uette and expectations are 
now set, and everyone knows exactly how to show up.

Ghere are many other points of virtual meeting eti‘uette 
that may be important to establish. Rave a discussion with 
other members of your organization regarding what people 
consider acceptable behavior in virtual meetings. Mou may 
want to set up a “no pets” rule if the parade of cute cats and 
yapping dogs is overly distracting. Other people may appre-
ciate clariTcation on whether they can eat while on camera. 
Discussing virtual meeting behavior and getting agreement 
on what is appropriate is a useful exercise that can help build 
organizational culture and team cohesion.

Yn important note regarding virtual meeting eti‘uette is 
about meetings that involve external clients or stakeholders. 
When meeting with someone from outside your organiza-
tion, especially if it is a smaller meeting, let the client dictate 
the eti‘uette—especially when it comes to cameras on vs. oA. 
If they choose to leave their camera oA, don’t ask them to turn 
it on. In fact, it’s a good idea to match their approach and 
turn yours oA as well. If you aren’t sure whether you should 
turn yours oA, you can simply ask, “Do you mind if I turn my 
camera oA as well/”, then act accordingly. 
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Smart Scheduling

Ylongside sorting out standards for eti‘uette, reducing the 
amount of time spent on camera can be a big help in reducing 
Zoom fatigue and communication stress. Eot every meeting 
needs to involve a webcam& phone meetings can provide a 
nice change of pace, and holding meetings where everyone 
keeps their cameras oA will provide people with a welcome 
break. Mour organization may even want to consider setting 
one day a week where the entire company commits to having 
its cameras oA. It could be your new casual 6ridayT When 
scheduling meetings with people external to your company, 
oAer people a choice—would they prefer to videoconference 
or have a voicejphone call/ If those clients have had it up to 
their eyeballs with virtual meetings, they may be happy to be 
given the option of picking up the phone.

In addition to reducing on-camera time, it’s important to 
reduce time spent in meetings overall. It’s easy to overdo the 
number of virtual meetings we agree to—a couple of clicks 
and our day gets eaten up, block by block. Ghis often leads 
to people 5umping from one meeting to another without the 
opportunity to mentally process what 5ust happened, never 
mind getting out of their chair and stretching their legs. Gwo 
scheduling tools are useful for putting the brakes on runaway 
videoconference schedulesq transition times and breakout pe-
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riods.

Implementing thirty-minute transition times between meet-
ings can reduce the mental strain of a day full of Zoom calls. 
While it may seem ine–cient to schedule that much time 
between meetings, these longer transition times boost pro-
ductivity and improve alertness. It’s common to try leaving 
ten-minute buAer times between meetings, but this is rarely 
enough and is frittered away ‘uickly if the meeting runs long. 
Ghirty minutes gives people time to tie up any loose ends for 
the meeting they 5ust left :make notes, send out promised 
documents, schedule in follow-ups, and so on?, take a short 
break to get out of their chairs and get comfortable again, and 
then prep for their next meeting—even if the Trst meeting 
runs a few minutes over. Ghe result will be more productive, 
e–cient virtual meetings and less build-up of communication 
overload throughout the day.

Gransition times are useful but aren’t enough on their own to 
prevent virtual meeting burnout. Constant communication 
is exhausting, and we need periods where we can turn oA the 
communication side of our brains and have longer periods 
of time for deep thinking work. Ghis is where the practice of 
setting “blackout periods” becomes useful. Blackout periods 
are blocks of ninety minutes or longer that appear as “busy” 
or “unavailable” in our calendars, allowing people to focus 
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on mentally demanding work without the threat of inter-
ruption. Ghese periods could be set across an organization 
or team, or they could be set by individuals, provided both 
the individual and the people they work with respect the 
protected time blocks. If you’re able to set your own black-
out periods, it’s a good idea to schedule them according to 
your own energy levels and work preferences. Some people 
like to pack all their virtual meetings into a couple of days 
a week and then give themselves day-long blackout periods, 
while others prefer doing a few virtual meetings each day and 
scheduling shorter daily blackout periods. Uxperiment with 
diAerent arrangements to Tnd what works for you, and when 
you set your blackout periods, be sure to respect them. Eo 
sneaking in “5ust one ‘uick meetingT” 

Communicating well in a virtual environment takes aware-
ness, eAort, and practice. Ghe skills involved in having good 
virtual meetings are accessible to nearly everyone, but that 
doesn’t make them intuitive or easy. Organizations and 
workers relying on virtual meetings beneTt from engag-
ing thoughtfully with their communication behaviors and 
choices. 6rom learning how to present oneself well on the 
webcam to establishing standards of behavior, to creating 
thoughtful virtual meeting schedules, much goes into the 
proper use of this important communication tool. Ghe out-
comes, however, created by this thoughtful, intentional ap-
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proach to virtual communication are well worth the eAortq 
more productive conversations, less communication stress, 
and stronger relationships between clients, coworkers, and 
stakeholders. 
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Chapter Three

The 4 C's 
of Developing 
a Communication 
Plan to Support 
Your Virtual 
Organization
Molly Gutterud

W ithin the next decade, companies anticipate that 
more than one-third of their full-time, permanent 

workforce will work remotely (Inavero 2018). This phenom-
enon, while accelerated due to the COVID-19 pandemic, was 
already in motion years before. For communications to be 
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eAective, internally and externally, virtual leaders must inten-
tionally foster a culture of autonomy with accountability. ’s a 
communications professional, Igve seen zrsthand how virtual 
or:aniGations stru::le to znd eAective communication prac-
tices, and it can be a challen:e to establish a shared culture. To 
aid in this challen:e, Igve developed a communication frame-
work based on four Cgsq culture, content, consistency, and 
collaboration. This chapter will explore how this communi-
cation framework, and a well-dezned strate:ic plan to :uide 
your communication plans, can help virtual or:aniGations 
communicate more eAectively. 

Getting Started

’ well-rounded communication plan should incorporate 
constituent insi:hts, feedback loops, assessment plans, and a 
culture that embraces constructive feedback. The process in 
which a communication strate:y is introduced to an or:ani-
Gation can si:nizcantly impact the overall process. It is essen-
tial to be thou:htful in your choice of words, their impact be-
yond written text, and the role of executive leadership, middle 
mana:ement, staA, and, ultimately, the intended audience. 
Latherin: insi:hts throu:h surveys and 4uestionnaires from 
your intended audiences can provide valuable data for makin: 
informed decisions and achievin: successful outcomes. Nis-
tenin: and actin: with their input in mind will build a culture 
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of trust. Without a culture of trust and transparency, the re-
liability of the data may be compromised, makin: launchin: 
an eAective communication plan more dijcult. 

In a recent podcast, 7renS 7rown (2022) challen:ed the no-
tion of creatin: a safe environment, statin: that safety isngt 
achieved simply by sayin: so. Instead, one can foster a brave 
space for encoura:in: dissentin: opinions and promotin: 
continuous improvement. For this part, lan:ua:e matters. 
Inclusive lan:ua:e and partnerin: with Diversity, U4uity, and 
Inclusion (DUI) professionals are essential for eAective com-
munications, especially in todaygs diverse and interconnected 
world. 

’ well-structured communications plan enables an or:ani-
Gation to convey its strate:ies and ob5ectives clearly and con-
sistently, enhancin: brand identity, internal and external re-
lationships, and overall business outcomes. The principles 
that dezne or:aniGational strate:ic plannin: are applicable 
to buildin: communications plans. ’ccordin: to Wolf and 
Floyd (201Y), strate:ic plannin: includes deznin: or:aniGa-
tional :oals, strate:ies, and pro:rams desi:ned to achieve ob-
5ectives throu:h successfully implementin: policies and pro-
cedures. Uvery or:aniGation should have a strate:ic plan thatgs 
ali:ned with the or:aniGationgs mission, vision, and values. 
?trate:ic plannin: is an or:aniGationgs Eorth ?tar, helpin: 
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ensure all staA and leaders are workin: toward achievin: the 
same :oals. UAective communication plans are key to follow-
in: the or:aniGationgs identized Eorth ?tar, and commu-
nication plans should be developed followin: strate:ic plan 
:uidelines and principles. Followin: this strate:y will build 
awareness, :arner support, and foster trust throu:h commu-
nications. 

Constituent Insights

Collectin: constituent insi:hts throu:h surveys and 4ues-
tionnaires allows your constituents to inform the strate-
:y, and provides an opportunity to receive input from di-
verse perspectives. In this initial plannin: sta:e, establishin: 
benchmarks for your or:aniGationgs current communication 
practices allows for a better understandin: of constituent 
needs and the current cultural climate of the or:aniGation. 
PtiliGin: surveys and 4uestionnaires to :ather data re:ardin: 
the most critical topics, preferred communication methods, 
and desired fre4uency provides you with the buildin: blocks 
for the foundation to develop the next phase of the commu-
nication plan. Psin: data to inform your strate:y is a sustain-
able and measurable approach that keeps your constituentsg 
needs in mind as you move forward. 
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Feedback Loops

Ustablishin: on:oin: feedback channels is crucial for a com-
munication plan to be eAective. The :oal of usin: a feedback 
loop is to develop a system that allows you to learn and evolve 
as you :o. Industries evolve rapidly, and :lobal economics are 
chan:in: at an unprecedented pace. 7y keepin: open lines 
of communication, you can remain –exible and prepared to 
respond to unexpected events. ’n example of a feedback loop 
is an anonymous survey shared with constituents. This pro-
vides a secure and accessible channel to receive honest and 
transparent feedback anytime. This could also be achieved by 
creatin: an email alias for staA to send 4uestions or feedback 
directly. 

The most critical component to consider is your action once 
you receive feedback. Uncoura:e and celebrate input, and 
have leaders share examples of submissions that contribute to 
the strate:ic direction. This process fosters trust within the 
or:aniGation. It demonstrates to the people within the or:a-
niGation that feedback and participation are appreciated. It is 
essential to clarify that askin: for participation doesngt :uar-
antee that every su::estion will be implemented. Rowever, 
itgs necessary to acknowled:e that you are actively listenin: 
and value the insi:hts shared. 7y providin: opportunities for 
individuals to contribute their perspectives, you can brin: 
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the or:aniGation closer to its mission and foster a sense of 
involvement and ownership.

Assessment and Learning

Develop a plan for measurin: success and communicate it to 
internal and external constituents. Clearly dezne your ap-
proach and commit to it. Mou do not need all the answers 
or data to establish how success is measured within your or-
:aniGation. Unsure that your assessment measures ali:n with 
your mission and vision, with a clear commitment to your 
constituents. 

?trate:ic plans have a reputation for bein: a multi-year strat-
e:y that ultimately collects dust on a shelf and is only taken 
down to review when itgs comin: to the znal year. ?trate:ic 
plans should be dynamic and adaptable to the ever-chan:-
in: impacts of the industry, social in–uences, and world 
economies. Incorporatin: intentional or:aniGational assess-
ments periodically throu:hout the strate:ic plan allows you 
to identify areas for ad5ustment as needed and hold the or:a-
niGation accountable.
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The Four Cs of Communicating: Culture, 
Consistency, Collaboration, Content

In this section, you are introduced to the four Cs of commu-
nicatin:. ’fter considerin: what is outlined above in prepa-
ration for developin: a communication strate:y ali:ned with 
your strate:ic plan, itgs time to use the data to inform the 
development of the actual communication. Pse the followin: 
prompts in these sections to develop a comprehensive and 
culturally responsive communication plan. 

Culture

?chein (1990) dezned culture as a widely held, shared set of 
values, beliefs, and ideas. These three culture attributes are the 
core that deznes an or:aniGation. In a virtual or:aniGation, 
itgs essential to establish a stron: culture that can :uide deci-
sion-makin: and help team members feel connected to one 
another. To better understand your or:aniGationgs cultural 
landscape, consider posin: these 4uestions to your membersq

  Row does the past inform your future; 

  Row is your or:aniGation committed to modelin: 
eAective or:aniGational behaviors;
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  What is the industrygs environmental landscape; 

  Row will you meet the challen:es ahead; 

To cultivate a stron: culture within a virtual or:aniGation, 
consider implementin: these strate:iesq

  Develop a mission statementq ’ mission statement 
can help team members understand the or:aniGa-
tion“s :oals and what it stands for.

  Uncoura:e re:ular communicationq Virtual team 
members can feel isolated, so itgs essential to encour-
a:e fre4uent communication throu:h video calls, 
instant messa:in:, and email.

  Ustablish core valuesq Identifyin: and communicat-
in: core values can help team members feel a sense of 
belon:in: and shared purpose.

  éromote a diverse and inclusive cultureq Psin: in-
clusive lan:ua:e and partnerin: with DUI profes-
sionals can help promote a culture of DUI in an 
or:aniGation. This can foster an environment where 
varyin: ideas are welcome, employees feel a sense of 
belon:in: and increase creativity and innovation.
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Consistency

Consistency is fundamental to buildin: trust and credibility 
in a virtual or:aniGation. It is essential to maintain consis-
tent communication across all channels and ensure that team 
members receive the same information. éay careful attention 
to your audiences and tailor your messa:es accordin:ly. 7y 
consistently deliverin: accurate and precise communication, 
you become a trusted source of information that helps foster a 
sense of cohesion within the or:aniGation. Warrell (2012) dis-
cussed that the risks of communicatin: from a distance con-
sist of the probability of mistrust, coldness, and lack of em-
pathy. 7e sure to evaluate your consistency re:ardin: whom 
you inform, what information you share, and when you com-
municate. Consider the social and emotional impacts of the 
topics you address and how they may aAect diAerent mem-
bers of your or:aniGation. Ustablishin: robust policies and 
procedures that ali:n with current practices will allow you to 
maintain consistency across various communication needs.

’lthou:h the task of documentin: current practices may ap-
pear dauntin:, it serves as a hi:hly eAective method for creat-
in: well-considered processes and makin: them accessible to 
or:aniGation members. Creatin: a standard communication 
policy for your or:aniGation will ensure consistency and ej-
cacy, particularly durin: challen:in: moments. Thou:h of-
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ten seen as tedious, these policies and procedures are essential. 
Documentin: policies and procedures provide clear :uide-
lines for crisis communication, ensurin: that chaos does not 
disrupt the function of your or:aniGation and allows issues to 
be addressed swiftly and :racefully.

To maintain consistency, incorporate these key elements into 
every communication strate:yq 

  ’udienceq Internal ” staA, leadership, partner or-
:aniGations, and board members. Uxternal ” cus-
tomers, re:ulatory a:encies, accreditin: bodies.

  /odalityq Nevera:in: technolo:y can be eAective, 
but sometimes too much can be a distraction. 7e 
intentional in your choice of deliverin: news and the 
technolo:y used. Virtual town halls, email, text mes-
sa:in:, or:aniGation intranet, newsletters, and social 
media are :reat tools if levera:ed consistently (dongt 
for:et to measure this performance and eAectiveness 
continuously).

Eot everyone consumes information in the same way. ?o, 
how do you meet the needs of your varyin: audiences; 
Choose a path usin: data collected from your constituent 
surveys. That data can help inform when and how to best 
communicate important information to your or:aniGation. 
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UAective communication plans use multiple modes of com-
munication launched strate:ically to ensure the information 
received and expectations are clearly explained to the intended 
audience (Moun: et al., 2019). Consider these strate:ies to 
promote consistency as you develop your communication 
plansq

  Pse a centraliGed communication platformq ’ cen-
traliGed platform like ?lack or /icrosoft Teams can 
help ensure everyone can access the same informa-
tion.

  Create communication :uidelinesq Luidelines help 
ensure that communication is consistent in tone, 
style, and format.

  érovide re:ular updatesq Ke:ular updates can help 
team members stay informed and prevent confu-
sion. I cannot stress enou:h how important it is to 
be intentional about the fre4uency of communi-
cation. ’sk yourself if you are tryin: to be 4uick 
or thou:htful in respondin:  sometimes slower is 
faster. 

The strate:ies above rely heavily on technolo:y and or:ani-
Gational infrastructure. What is the current state of your or-
:aniGationgs technolo:ical infrastructure; Is it a pain point or 

Y3



an asset; Do you have the technolo:y to support the modality 
and measure it eAectively; Rarpool (2020) stated that it is 
imperative to diAerentiate between movin: in-person educa-
tional courses online and havin: the infrastructure to oAer 
distance-based learnin: eAectively. It would be best to have an 
established infrastructure (includin: technolo:y) to create a 
sustainable and eAective virtual or:aniGation. The same prin-
ciples apply when developin: a strate:ic communication plan 
for a virtual or hybrid or:aniGation.

Collaboration

Collaboration is essential in a virtual or:aniGation, where 
team members may work on diAerent aspects of a pro5ect. To 
better understand and facilitate collaboration, it can be divid-
ed into three cate:oriesq plannin:, execution, and evaluation. 
Collaborative plannin:, execution, and evaluation facilitate 
ali:nment with pro5ect :oals, foster smooth implementation, 
and yield valuable insi:hts for on:oin: or:aniGational im-
provement and success.

The zrst cate:ory, plannin:, must be an inclusive process 
that involves all relevant internal leaders. Identify your key 
leadership stakeholders and ensure they are included in the 
plannin:, execution, and evaluation process. This will help 
with data accuracy and ali:nment within the or:aniGation. 

YH



WIEEIEL IE TRU VIKTP’N WOKBéN’CU

Collaboration at all levels shows that an or:aniGation values 
and respects all people, which can create a positive reputa-
tion and increase customer loyalty. Inclusive lan:ua:e and 
partnerin: with a DUI professional are essential to eAective 
communications. They can promote a diverse and inclusive 
culture, build trust and credibility, avoid unintended oAens-
es, enhance accessibility, and ensure le:al compliance. Or:a-
niGations can improve communications and create positive 
relationships with their audiences by prioritiGin: inclusive 
lan:ua:e with DUI.

The second cate:ory, execution of a communication plan, 
must be:in with conveyin: the information from the top 
down followin: a scaAolded approach. Information is zrst 
communicated from executive leadership, senior leadership, 
and middle mana:ement. This allows the or:aniGationgs lead-
ers to consume the information, consider impacts on their 
teams, inform needs for trainin:, and provide insi:hts into 
the potential 4uestions or concerns that mi:ht arise. In or-
:aniGation-wide communication surveys Igve conducted, Igve 
asked two 4uestionsq What information is most valuable to 
you, and how do you prefer to receive the information; The 
top responses from team members included [information 
necessary to do my 5ob] and [I prefer to receive information 
from my direct leader or supervisor.] Psin: these data, the 
scaAolded approach allows leadership to establish a messa:e 
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and consistent understandin:. Rence, all audiences receive 
the same information from someone they know and trust. 
’s information is communicated to the broader or:aniGation, 
leaders are prepared for follow-up 4uestions which helps fos-
ter trust, clarity, and a healthy culture. 

The third cate:ory, evaluation, includes measurin: the eAec-
tiveness of your or:aniGationgs predetermined metrics before 
launchin: the plan. This can consist of en:a:ement analytics, 
additional feedback surveys, and existin: or new technolo:y 
to help inform the or:aniGation where investments should be 
made. Kefrain from bein: so focused on what lies ahead that 
you for:et to re–ect on how you did. Invite stakeholders back 
to the conversation to see learnin: and continuous improve-
ment. With more collaboration comes understandin: and 
ali:ned commitment to more eAective means of execution. 
Consider the followin: strate:ies to promote collaborationq

  Pse pro5ect mana:ement toolsq éro5ect mana:ement 
tools like Trello or ’sana can help team members 
stay or:aniGed and collaborate more eAectively.

  Uncoura:e teamworkq éromotin: teamwork and 
re:ular check-ins can help team members work to-
:ether toward common :oals.

  Foster a culture of feedbackq Create an environment 
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where team members are encoura:ed to :ive and re-
ceive feedback to identify and resolve issues 4uickly.

Content

Content is the information that an or:aniGation commu-
nicates to its team members and external stakeholders. In a 
virtual or:aniGation, itgs essential to ensure that content is 
clear, concise, and en:a:in:. éartnerin: with DUI profes-
sionals means workin: with experts who promote diversity, 
e4uity, and inclusion in or:aniGations throu:hout the entire 
plannin: and execution process. Unsure the or:aniGation has 
a policy for respectful and inclusive lan:ua:e for all people 
re:ardless of :ender, race, ethnicity, sexual orientation, reli-
:ion, or ability. This includes ensurin: that communication is 
accessible to people with disabilities. Ustablish a writin: style 
:uide for your or:aniGation to provide consistency with mes-
sa:in: from your or:aniGation. ?tyle :uides should include 
:uidelines for the followin: contentq 

Multimodal Communications

  Umail

  Intranet

  ?ocial media
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  Eewsletters

Policies

  Communication standards

  ?ocial media policy

  /edia relations policy

Intake, Development, Approvals, Deployment

  Ke4uestsq intake process

  Keviewsq review process

  ’pprovalsq approval process

  Deploymentq delivery of communication

Writing Style Guidelines

  Eames and proper nouns#titles

  ?i:nature block

  ’bbreviations and acronyms 

  éunctuation, pronouns, a:e
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  Fonts, colors, brandin:

Consider the followin: strate:ies to create compellin: con-
tentq

  Pse visualsq Visuals like info:raphics and videos can 
be more en:a:in: than text alone.

  Beep it simpleq Pse precise lan:ua:e and avoid 5ar-
:on or technical terms that may not be familiar to 
everyone.

  Tailor your messa:eq DiAerent team members may 
have diAerent information needs, so itgs essential to 
tailor your messa:e to your audience.

  Internal and external ali:nmentq Uxternal marketin: 
and media should be ali:ned with internal messa:-
in: for consistency and clarity for the consumer and 
internal staA. 

PtiliGin: inclusive lan:ua:e and collaboratin: with DUI pro-
fessionals are crucial steps in :uaranteein: that your content 
accurately conveys its intended messa:e while fosterin: a di-
verse and inclusive environment. Rere are some :uidelines to 
followq

  Psin: inclusive lan:ua:e by intentionally speakin: 
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to the audience creates trust and credibility and a 
space where they can feel safe, seen, and heard. 

  ’void unintended oAense by avoidin: non-inclusive 
lan:ua:e or ima:ery. Whether intentional or not, 
words can oAend or alienate audiences. This can lead 
to ne:ative conse4uences, includin: lost business, 
ne:ative publicity, and le:al challen:es.

  Inclusive lan:ua:e can improve accessibility by usin: 
clear and concise lan:ua:e and avoidin: 5ar:on and 
acronyms to make communication more accessible. 
In addition, ensure that ima:es in communications 
have the alternate text available for screen readers and 
videos have closed captionin: included. 

Conclusion

UAective communication is essential for virtual or:aniGations 
to succeed. Eotice how DUI was mentioned throu:hout the 
chapter. DUI should not be a stand-alone component of a 
strate:ic plan or communication strate:y. It must be inten-
tionally inte:rated throu:hout the entire process  it is a lens 
the or:aniGation uses to help inform strate:ic direction and 
as a learnin: opportunity. Unsurin: DUI is part of the or:a-
niGationgs value system is not the 5ob of a sin:le individual or 
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team  all members within an or:aniGation should feel own-
ership and responsibility to provide feedback and participate 
with an e4uity-focused mindset. ?trate:ic plannin: and eAec-
tive communication :o hand in hand when introducin: new 
initiatives or or:aniGational chan:es that impact your entire 
community. 

Mou are responsible for drivin: your or:aniGation forward 
to be successful and sustainable. Or:aniGations can establish 
a stron: culture, promote consistency, foster collaboration, 
and create compellin: content by usin: the four Cs frame-
work of culture, consistency, collaboration, and content. 7y 
successfully implementin: these strate:ies, virtual or:aniGa-
tions can communicate more eAectively and achieve strate:ic 
:oals without the need for team members to be in a shared 
physical space. Ke:ardless of where members of an or:ani-
Gation are physically located, the stren:th and success of an 
or:aniGation can be realiGed throu:h trust, action, and clear, 
concise communication. 
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Section III – Engagement



Chapter Four

The Power of 
Leading Remotely
Elizabeth Kemp Caulder

W orking virtually is an employee-centric approach. 
It provides much-needed xebifility ,or our team 

memfersw leading to a more enriching qork ebperience that 
yields increased Mualityw higher productivityw and reduced 
turnover rates. zany organiDations have learned some key 
strategies to make remote qork a reality that qorks ,or them 
as qell as their teams. 

Fespite a Muarter o, ebecutives in ’uture ’orum(s 20)008 
recent survey indicating their culture is feing negatively im-
pacted fy o5ering xebifle qork policiesw xebifle qorkers are 
actually saying they are as likely or more likely to ,eel connect-
ed to their teamsw their managersw and the company(s values. 
In an interesting article in Harvard Business Review that ana-
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lyDed meeting trends ,rom 0)0) to 0)00w Orodsky and “olliver 
20)008 shared ”ndings that indicated qorkers did not seem to 
have fecome less engagedw fut more engaged.

jnce upon a timew qhen people qould talk afout Yremote 
employeesw6 one qould immediately envision colleagues qho 
had little to no meaning,ul ties to the organiDation and had no 
connection to the organiDation(s culturew qorking alone in a 
sadw draf oNce space in some distant location. “hat reality has 
changedw thanks to advances in technology that have shi,ted 
not Gust hoq qe connect at qork fut hoq qe connect in 
play. “odayw remote qork is a convenientw productive option 
,or foth the employee and the company. Hesw remote qork is 
employee-centricw fut it is company-centricw as qell. In addi-
tion to the xebifility that it provides our team memfersw it 
also alloqs our organiDations to tap into talent outside o, our 
commuter geography o, our frick-and-mortar oNces. We can 
noq employ the fest peoplew qherever they may few qhich 
makes us more diverse in thoughtw ebperiencew and perspec-
tivew and makes us more competitive.

’orgive my soap-fob diatrifew fut I spent many years qorking 
in leadership at an organiDation that re,used to even consider 
testing remote qork ,or leadership roles. “his adamant de-
cision qas despite several structural truths that qould have 
made remote qork not Gust logical fut a solution to the 
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groqing proflems qithin the organiDation. “he ”rst qas 
the reMuirement ,or middle and upper management to trav-
el ebtensively across the country. Hou might ask qhy the 
oqnership qould fe so unqilling to alloq its leadersw qho 
qere o,ten on the road and qorking remotely anyqayw to 
live and qork ,rom a place other than in the vicinity o, the 
frick-and-mortar headMuarters 2U?8. I asked the Muestion 
Muite o,ten 2and perhaps even more than they qould have 
pre,erred8w especially qhen this decision signi”cantly reduced 
the potential talent pool ,or open leadership positions. It qas 
incredifly limiting. 

Cs frand strategists fy tradew my team and I are o,ten leading 
organiDations through in-depthw strategic frand planning to 
drive organiDational groqth. jne o, the universal truths that 
qe impart to our clients in the ,acilitation o, these frand 
development or frand re”nement sessions is that a company(s 
internal marketing is Gust as important/and I qould argue 
even more important/than ebternal marketing initiatives. In 
this qayw companies are de”ned fy the culture they create. 

I am a ”rm feliever thatw as a leaderw it(s important to under-
stand that culture impacts your team memfers( personal en-
gagement as qell as the collective productivity o, your team. 

BS



Ct the end o, the dayw the fest success metric is to constantly 
gauge and understand the ansqers to tqo Muestions9 

Vumfer jne9 Cre your team memfers happy1

Vumfer “qo9 Kegardless o, qhether the ansqer to the ”rst 
Muestion is yes or now qhat else can qe do qithin our poqer 
to enhance the ebperience o, our team to demonstrate their 
value to our ”rm1

C good ebample o, this in action is the reason qhy I ,ounded 
“he 7hoenib on the promise and premise o, remote qork and 
a commitment to prioritiDing li,e in Yli,e!qork falance.6 3u,-
”ce it to say that company culture qas an integral component 
o, the planning stage ,or my agency. 

I qant to ensure that my team o, creatives can qork ,rom 
qherever they are happiest and most ,ul”lledw qith a level o, 
xebifility that alloqs people to schedule their lives and qork 
in qays that are harmonious on an individual level. I am also 
intentional afout fuilding upon healthyw diversew inclusive 
cultural aspects that are regularly evaluated and updated to 
fecome optimiDed. I qant to ensure that each and every day 
our team memfers are completely com,ortafle shoqing up as 
their truest selves and knoqw qithout Muestionw they felong 
and are valued. In the ,ace o, lafor shortagesw inxationw and 
discussions around a potential economic depressionw orga-
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niDational leadership teams are noq coming to realiDe that i, 
they qant to retain the people they have selected and invested 
valuafle time and resources in training and developingw they 
qill need to fe qilling to compromise and fe prepared to 
provide more xebifility. 

3tillw it is understandafle that those qho have not ”gured out 
the secret to e5ectively leading a remote qorkplace may fe 
having a diNcult time navigating this neq qay o, operating 
their fusinesses and their teams. Whether it fe the multitudes 
o, individual qorkers still challenged fy the transition to their 
remote qork routinew the managers struggling qith leading 
their remote teamsw or the droves o, people qho are hoping 
and praying that their employers do not ,orce them fack 
into a frick-and-mortar oNcew the topic o, qorking remotely 
seems to fe on everyone(s minds. 

Uaving this amaDing opportunity to lead a company ,ull 
o, gi,ted frand strategistsw designersw and support specialists 
qorking remotely across Vorth and 3outh Cmerica 2a,ter 
nearly three decades spent in the leadership o, an organiDation 
that reMuired physical presence in the oNce8 has feen Muite 
re,reshing. I have long felieved that qhere people get their 
qork done shouldn(t matter i, they are qorking hard and de-
livering every day. C5ording your team the xebifility to qork 
qhere and qhen they need to fe is not Gust employee-centricw 
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it(s company-centricw as qell. jur remote model alloqs our 
team memfers to achieve a much fetter li,e!qork 2inten-
tionally xipped8 falancew increases their commitment to the 
companyw and mabimiDes their productivity. “he resulting 
motivation yields creativity and innovation that assures the 
highest Muality qork product is produced each and every day. 
“his is qhy I ,ounded 7hoenib Qi,estyle zarketing Rroupw 
predicated on the unqavering commitment to remote qork. 

Vonethelessw I must admit that running a company poqered 
fy remote qork is not qithout its challenges. Uere are my ”ve 
tips to help organiDational leaders e5ectively qield the poqer 
o, leading remotely that can help teams to remain productive 
as qe charge ,orth into the evolution o, hoq organiDations 
operate. “.A.C.z.3. is an acronym that I use to help keep 
these tips top o, mind.

T Is for TRUST

“rusting your team memfers and ensuring that they can trust 
and rely on one another is paramount. I, you can(t trust your 
employees to qork remotelyw qhy hire them in the ”rst place1 
I have heard so many horror stories afout the lack o, trust in 
people qho are qorking remotely. —eystroke monitoring fy 
leadershipw managers assessing calendarsw qorkers concerned 
afout running out to the store to graf ,ood and supplies ,or 
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their ,amilies during the Yqorkday.6 3eriouslyw ,olks1 7lease 
alloq your employees to set their oqn schedules qithin clearly 
outlined parameters so that they can eNciently and e5ectively 
complete their qork qhile falancing their other priorities.

E Is for ENGAGE

Angaging consistently and transparently is paramount to en-
suring that your team memfers ,eel that they are part o, a 
larger qholew and that they can trust youw as qell. zaking 
certain that you keep your remote team memfers in the loop 
so that they do not ,eel like they are on an island alone can 
fe a uniMue challenge. —eeping everyone in,ormed is as much 
afout timing and delivery as it is afout transparency and clar-
ity. Without a qell-developed communication strategyw even 
sharing an ebciting update haphaDardlyw could fe detrimental 
to morale. Cs a leaderw you also have a responsifility to create 
an environment that ,osters regular tqo-qay communica-
tion. “his is not limited to proGect status meetings fut should 
also include making the scheduling o, one-to-one check-ins 
the norm. I am intentional afout regular qater-cooler con-
vos qith my team memfersw understanding that qithout the 
traditional in-oNce dynamicw qe qon(t run into one another 
in the hallqay or on the qay to lunch. “here,orew it is very 
important to ensure that those in,ormal chats actually occur 
regularly in the remote qorkplace. 
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I also keep an open-door policy to ensure that my team ,eels 
com,ortafle reaching out to me qith Muestions or thoughtsw 
qhether qork-related or not. Clthough checking in is a re-
ally great qay to ensure that your team memfers ,eel seen 
and valuedw I am a ”rm feliever that engagement through 
acknoqledgment and celefrations makes a considerafle im-
pactw as qell. 7roviding intentionalw constructive ,eedfack on 
proGects and recognition o, a Gof qell done can go a long qay. 
We also do a great Gof o, celefrating special datesw firthdaysw 
holidaysw and anniversaries togetherw qhich also lets our ,olks 
knoq that they are valued and appreciated and part o, our 
Y7hoenib 7hamily.6

A Is for AVOID

I think it is critical that leaders avoid unnecessary interrup-
tions o, their team memfers( days. I recall a time in my career 
qhen a ,elloq memfer o, the leadership team qould regu-
larly announce people(s names over the oNce-qide intercom 
system to report to his oNce. “his type o, interruption qas 
detrimental to morale fecause it implied that qhatever those 
employees qere qorking on qas less important than qhatever 
Muestion or topic qas driving the need ,or this impromptu 
meeting. 

Cll the productivity that results ,rom remote qork can fe 
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undermined fy an unscheduled non-emergency phone!video 
call. It also can inadvertently communicate a lack o, impor-
tance ,or that activity in qhich the team memfers may fe 
currently engaged. I make it a point to encourage my team to 
use their calendars to update their availafility. It(s important 
also to make it clear that they do not Gust include their fusi-
ness meetings and proGectsw fut also their personal needsw such 
as lunchw doctor(s appointmentsw school check-insw sel,-care 
activitiesw etc. “his qill help you to identi,y qhen to reach out 
to your team memfer and qhen to leave them to it&

M Is for MAKE USE

zaking good use o, technology and tools is critical to leading 
remote teams. ’ortunatelyw there continues to fe neq tools 
developedw and people are using them foth ,or qork and 
,or personal entertainmentw so technological integration and 
evolution should fe ebpected. Kememfer that video con,er-
encing and proGect management tools are your ,riends. “hese 
tools not only help to streamline qorkw fut they also can fe 
great mediums to help you collaforate on proGects and stay 
connected qith your team memfers. We use our pre,erred 
plat,orm as a great tool to achieve all the afove. Ct “he 
7hoenibw qe are committed to enafling video during virtual 
meetings. Aspecially qith remote qorkw fody language and 
eye contact are important components o, communication. 

4L



jur team also makes it a point to fegin and end our meetings 
fy sharing anecdotes or general chit-chat. 

It(s also important to avoid making the mistake o, relegating 
your use o, video con,erencing or chats to Gust proGect or 
company updates. “hese tools present a prime opportunity 
to connect meaning,ully qith remote team memfers afout 
all types o, qork and non-qork-related topics. ’ind time ,or 
small talk& Hou can use the time to get to knoq your team as 
individuals and to gain perspective on hoq things are going. 
Clloqing them to share more afout themselves or even asking 
,or their opinions on your processes and procedures helps 
fuild a fetter relationship fetqeen them and the company. 
Kememferw qhen there are no qater-cooler or lunchroom 
conversationsw it is necessary to actively make intentional con-
nections.

S Is for SCHEDULE

When you(re qorking o5 a calendarw it is incredifly impor-
tant that you do not miss the opportunity to schedule some 
,un. I meanw let(s ,ace itw Yall qork and no play6 isn(t a good 
mantra ,or any company culture. Cs organiDations and leaders 
struggle to lead remote teams qhile maintaining ,ocus on 
proGect timelinesw revenue groqthw and the likew it(s pretty easy 
to get lost in a sea o, status meetingsw client con,erence callsw 
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and proGect qorkstreams. jne thing to keep in mind is that 
the silly conversations and ,unny episodes that happen in the 
hallqays o, a frick-and-mortar setting are an integral part o, 
the qay that meaning,ulw emotional connections are made 
among a team. 

Clthough it is necessary to set clear ebpectations ,or qork 
proGectsw it is eMually important to rememfer to ensure that 
your team remains connected on a personal level and you 
remain connected to each o, them too. “eam happy hoursw 
surprise and delight activitiesw and team game days are a great 
qay to keep your team engaged. Qet loose and have some ,un&

I am o,ten asked qhere my passion ,or advocating ,or the val-
ue o, virtual organiDationsw and my commitment to optimiD-
ing hoq to lead remotelyw fegan. It is very hard to pinpoint. Ct 
this point in my careerw I ,eel like Y,orever6 seems like a pretty 
accurate copoutw fut an evasionw nonetheless. “hinking fackw 
not to O-3choolw fut rather to the days o, my undergradu-
ate studiesw I have ,ond memories o, a pro,essor qho started 
the semester on the very ”rst day o, class ,reshman year fy 
proclaiming that he qould not fe taking attendance. Ue said 
that as long as qe returned to take the ”nal ebamw qe could 
complete the course as qe qished. “hat qas de”nitely an at-
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tention grafferw even prompting a ,eq students to turn right 
fack around and qalk out the doors o, the lecture hall. “he 
pro,essor also said something that has had a pro,ound impact 
on my approach to management and my personal leadership 
style. Ue said something likew YCttendance is merely a poqer-
play fetqeen pro,essor and student to demonstrate that the 
pro,essor has control over the actions and the qhereafouts 
o, the student and has afsolutely nothing to do qith the 
student(s afility to learn or the pro,essor(s afility to impart 
qisdom to the student. “his poqerplay is a game in qhich 
I have no desire to engage.6 “he pro,essor ebplained that ,or 
this reasonw he had no attendance policy. 

Fespite the lack o, attendance policyw he did make certain that 
qe kneq that he qould fe in the lecture hall every zondayw 
Wednesdayw and ’riday at B a.m.w lecturing on the material 
that the class syllafus indicated should fe covered at that 
point in the semester. Ue also assured us that he qould fe 
on-site to engage in discussion and ansqer any Muestions that 
qe may have related to the reading or the qork outlined in the 
class curriculum. Vonethelessw he assured us that he qould 
not take attendance and he qould there,ore not fe penaliDing 
students 2or reqarding them8 fased on their decision to shoq 
up ,orw or skipw his lectures. 

“his qas a departure ,rom the norm ,or most studentsw many 
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o, us emerging ,rom our high-school shells. We qere used to a 
routine ,or tracking and reqarding us ,or simply shoqing up 
in the designated location. “he pro,essor in,ormed us thatw as 
adultsw qe should fe responsifle to manage our commitment 
to learning. Ue ebplained that it qas neither his responsifility 
nor his right to micromanage that process ,or us. “hough 
ebcited afout the thought o, not having to get up and trudge 
across a flistery cold campus in Ppstate Veq Horkw I qas 
also intrigued fy the idea o, sel,-navigating my learning Gour-
ney/ebcited afout the xebifility it o5eredw and com,ortafle 
qith the personal accountafility that qas reMuired.

Clthough our pro,essor qas clear that he truly qanted us to 
fe success,ulw he qas also clear that he trusted us to manage 
our timew prioritiDe tasksw and complete qork as necessary 
to achieve a success,ul outcome. I rememfer him telling us 
that i, qe could fe success,ul qithout having to fe physically 
presentw qhy should he or anyone else have a proflem qith 
that1 

“hat particular ebperience qas very poqer,ul to me. I fet 
that pro,essor qould fe surprised hoq this has remained qith 
me ,or the past thirty years sinceN and it has interestingly 
fecome an important part o, my Gourney to remote leadership 
throughout my career. “hat ebperience has shaped my remote 
leadership philosophy and continues to support the pillars 

4S



o, hoq qe lead and inspire neq leaders/“rustw :ommuni-
catew 3upportw Avaluate/at my agencyw “he 7hoenib Qi,estyle 
zarketing Rroup.

“he very ”rstw and most importantw pillar is “rust. I am a 
”rm feliever that in leadershipw regardless o, qhether remotew 
hyfridw or otherqisew it is imperative to trust your team to 
do the Gof that they qere hired to do. C,ter allw in addition 
to the ,act that qe are talking afout adultsw these people are 
pro,essionals qho qere care,ully recruited and selected fased 
on their special skills and ebperience. Cndw let(s ,ace itw i, 
leaders are micromanaging othersw hoq are they leading the 
organiDation or their division1 Uoq are they fuilding and 
strengthening their teams1 Cnd let us not venture doqn the 
path o, qhat happens qhen there is a lack o, trust. 

I(d also argue that the other pillars 2:ommunicatew 3upportw 
and Avaluate8 are also applicafle regardless o, qhether the 
role is remote9 :ommunicate the clear ebpectations that have 
feen set to ensure they knoq the pathqay tow and the pic-
ture o,w success 2qhich relates to evaluation8. “hen fe sure to 
provide consistentw accessifle support so that your team can 
engage along the qay. 

It(s important that your teams knoq that support and guid-
ance are there ,or them qhen they need it. “his frings re-
assurance. ’or those qho ,eel more com,ortafle qith directw 
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ongoing supportw encouragementw and directionw estaflishing 
open access to ensure that their developmental needs are fe-
ing met qill ensure that they ,eel supported and qell-posi-
tioned ,or success.
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Chapter Five

Engaging Hybrid 
Employees by 
Leveraging the 
Magic of 
Recognition
Geraldine Woloch-Addamine

“T he world is constantly changing” was always the 
brst sentence fy one om vy mauorite leaders when 

annopncing corzorate reorgani.ationsU ,spallyI a silence was 
mollowed fy a long zapseI allowing ve to zrezare mor the 
worstU -t was a frilliant way to zrezare her apdience mor dimS
bcplt conuersationsU 

2ince the 0101 zandevicI change is euerywhereI and resilience 
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has fecove a strategic core ualpeU The mptpre om wor( has feen 
szared bue or ten years om vicro changes in a giant leaz om 
technological accelerationI with artibcial intelligence )L-’ at 
the moremront om euerythingU

kprrentlyI we"re discpssing a xconmpsing econovyx where 
new trends vight fe tevzoraryI and earlier defates ouer hirS
ing in the tech indpstry haue euolued into pglyI vassiue layo:s 
two years laterU These econovic zarado?es om high in—ationI 
low pnevzloyventI and spstained zrodpctiuity hide a glofS
al constantq the evzloyee engagevent rate has deteriorated 
worldwideU Ceozle meel less felonging and greater disconnect 
in the wor(zlace pnder the stressors om the zandevic and the 
challenges om hyfrid wor( covvpnicationsU 

2oI where can we fegin with evzloyee engageventF

Recognition: Where We Begin in the Quest 
for Engaging Employees in the Hybrid Work-
place

Tensions in the wor(zlace (eez growing dpe to rising indiS
uidpalisv and social zolari.ationU -t"s prgent to rethin( zerS
morvance thropgh indiuidpal recognition to helz zeozle meel 
ualped and azzreciatedU Aecognition can also relate to the 
zerceztion om mairnessBa driuer om zermorvance and retention 
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at wor(Bhighly e?zected fy new generationsU 

Oet"s dig in and start with a 9pic( assessvent om opr cprrent 
wor(morceU  

Workforce Disengagement

4or the brst tiveI we haue the mopr generations wor(ing toS
gether sivpltaneopslyq 

WU 6afy foovers )W–5%XW–%5’q 08U83 om the ,2 wor(S
morce

0U Hen 7 )W–%8XW–M1’q 5ZU/3 om the ,2 wor(morce

ZU Yillennials )W–MWX0111’q Z–UM3 om the ,2 wor(S
morce

5U Hen Q )0111Xzresent’q W13 om the ,2 wor(morceW 

Ne can e?zerience a lot om covvpnication mrpstrations in the 
wor(zlace dpe to generational isspesU

-n tervs om disengageventI we also mace sove diszarities 
avong generationsU Lccording to the 0100 State of the Glob-

WU Gote that the zercentages don"t add pz dpe to generational ouerS
lazsU ),U2U 6preap om Oafor 2tatisticsI 010Z’ 
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al Workplace, only W83 om evzloyees meel engagedU KuerallI 
zeozle don"t meel an evotional connection to their wor( and 
vostly do what"s e?zectedU The fprnopt om at least a third om 
the ,2 wor(morceBcontinpally rezorted since 0101Bis not a 
szecibc villennial zhenovenonU -nsteadI it accelerated with 
the adoztion om revote or hyfrid wor(ing and the —e?ifilS
ity re9pest mor wellSfeingU GowI the e?zectation om a fetter 
wor(Jlime falance is intergenerational )HallpzI 0100’U 

Ls with the e?zectation om vore mairness and reszect in the 
wor(zlaceI topgh tal(s on social isspes are vore accezted 
fecapse om the voventpv gained amter the tragic death om 
Heorge 4loyd in 0101U Kther mactors inclpde the ozening om 
the glofal talent zoolI norvali.ing revote wor(I and novad 
wor(ersI all om which haue created a vore diuerse wor(morceU 

Nhile the rise om indiuidpalisv ris(s inhifiting collectiue 
zermorvanceI it mpels growing e?zectations mor vore reszect 
and mairness to vitigate ozzosite uiews in the wor(zlaceU 
2trengthening good relationshizs fecoves critical mor zeozle 
to wor( together e:ectiuelyU 

4rov the great resignation zhenovenon to the great retenS
tionI we haue deuolued into the great disconnection and the 
disengagevent horror vouieU 
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Employee Recognition, Trust, and Engage-
ment in the Hybrid Workplace

-n 4ranceI when yop recogni.e a teav vevferI yop inuite 
thev to a zriuate lpnch in a good restaprant mor at least one 
or two hoprsU Dop haue tive to fpild relationshizs and create 
trpstU -n the ,2I yop celefrate a zermorvance thropgh zpflic 
zraiseU Dop fecove the evzloyee om the vonth and win an 
awardU Dop want to showcase yopr zri.e on yopr o_ce des( to 
fpild a “uisifle” rezptation that mosters credifility and trpstU 

The Magic of Recognition

-ndeedI in zriuate or zpflic recognitionI cpltpral di:erences 
are ivzortant to consider in celefrating zeozle"s zermorS
vanceU DetI recognition revains the fest way to votiuate evS
zloyeesI with a zrouen direct correlation with evzloyee enS
gageventU Aesearch mrov =pantpv Nor(zlace )010Z’ shows 
that evzloyees are 0U/ tives vore li(ely to fe highly engaged 
when they felieue they will fe recogni.edU 

Aecognition increases zrodpctiuity fy creating a zositiue 
wor( enuironvent mor coozerationU -t mosters a trpsting cplS
tpre that allows zeozle to stay longer with the covzanyU 
Nhen yop loo( at Yaslow"s hierarchy om needsI the vagic 
om recognition hits all bue leuels om hpvan needsq spruiualI 
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secprityI felongingI ivzortanceI and selmSactpali.ationU

There"s a neproscientibc e?zlanation fehind the zower om 
recogni.ing zeozleU Capl &U Qa( )01W/’ e?zlains the zhenoveS
non in his foo( Trust Factor: How Recognition and Praise Re-
lease OxytocinU The hpvan fody releases a frain chevical that 
contrifptes to a sense om sametyI secprityI and zeaceI helzing 
ps zrocess strong evotions li(e stressU K?ytocin contrifptes 
to redpcing fprnoptI fpilding trpstI and strengthening reS
lationshizsBit mpels that meeling om felonging we needI as a 
highly social szeciesI to mace threatsU Lnd it vight fe the fest 
vedicine to redpce stress in the hyfrid wor(zlaceU

Lmter the zandevicI zeozle fecave vore stressed at wor( 
than euerU -n the hyfrid wor(zlaceI it"s worth inuesting in 
evzloyee recognition zrogravsU Vvzloyee wellSfeing has feS
cove a signibcant concern and a glofal trendU YoreouerI sprS
uiual and the 9pest mor secprity haue zpshed zeozle to tprn 
inwardU Go wonder that increased mocps on spruiual has also 
mostered a rise in indiuidpalisvU That in tprn zrovotes zowS
ermpl identity assertionsI with increased con—icts and tensions 
in the hyfrid wor(zlaceU 

To fest spzzort zeozle and voue thev toward the secprity 
leuel om the Yaslow zyravidI they vpst meel sameI reszectS
edI and engaged thropgh recognition zrogravsU Lgainst this 
fac(drozI the evzloyee recognition var(et will growI with a 
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morecast om a WZU53 growth to reach ,2j Z5UW fillion fy 01Z1I 
according to Lcpven Aesearch and konsplting )010Z’U

Ne haue also ofserued the rise om the gig econovyI with vore 
shortSterv contracts in vany copntriesU 6pt across generaS
tionsI whether evzloyee tenpre is longer or shorterI the sta(e 
mor zermorvance and zrodpctiuity is the saveq it"s all afopt 
mocpsing on engaging evzloyees vore than retaining thevU 

-n the euerSchanging wor(zlace driuen fy technologyI leaderS
shiz will always haue access to one vagic wand mor increasing 
evzloyee engagevent and satismactionq zeozle recognitionU
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Section IV – Accountability



WINNING IN THE VIRTUAL WORKPLACE



Chapter Six

Creating a Culture 
of Accountability 
in a Remote and 
Hybrid World
Anand Madhavan

The Story of Accountability

A ccountability, by and large, changed dramatically 
during COVID, and continues now as we enter a 

post-pandemic (or endemic) world. To understand how dif-
ferent things were, and to understand where we are now, we 
need to vrst devne what accountability is. Then, we need to 
understand how employees and managers kiew accountabil-
ity, and why we might hake missed the mar1 when we thin1 
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about okerall organi2ational culture. 

Consider what was kery relekant to many employees prior 
to :W:W. In the time leading up to the pandemic, two terms 
really come to mind when we thin1 about accountabilityY 
availability and visibility.

Ne wanted to be seen when we were at wor1, and we all 
felt that to show our worth to our managers and teams, the 
trac1ed hours spent at wor1 had a lot to do with our perceiked 
accountability. 

Uegarding kisibility, while research has indicated that a cer-
tain amount of presence is good for okerall employee engage-
ment and culture, prior to the pandemic, we all, including 
myself, felt a need to be kery kisible. Co’ee runs, hallway 
conkersations, team lunches, and, of course, the water-cooler 
chats, all played a role in culture. Eoweker, this also played 
a role in our perceiked accountability. ?ouMre at the o“ce. 
?ouMre present. ?ouMke tal1ed to sekeral people. ?our account-
ability is high, then, rightx Got so much. 

zrior to the pandemic, employee engagement was su’ering. 
It had been on a steady decline, on akerage, and while some 
industries were still thriking, most professional serkices were 
not. Nhat happened to all of us is that we switched out 
accountability with presenteeism. jindtools (n.d.) devnes 
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presenteeism as ”when you feel the need to wor1 or do eFtra 
wor1 Sust to be seen doing it, eken if you are sic1 or otherwise 
not at your best.B This phenomenon was (no pun intended) 
present and prekalent in pre-pandemic times. It is what was 
honored and eFpected. 

Accountability didnMt feel li1e the goal. Uather, we had placed 
unrealistic eFpectations of ourselkes without ta1ing care of 
ourselkes too much, and those things really impacted our 
okerall productikity and engagement, and our culture suf-
fered.

As we started the pandemic, something remar1able hap-
pened. qor many organi2ations, okerall engagement im-
proked, as did productikity. Eow could this bex qor the vrst 
time in what feels li1e the history of human1ind, people 
trusted that wor1 would get done as bigger things around the 
world were happening. Rkeryone continued communicating 
(kia technology), and wor1 was getting done at a high rate. 
3ure, this could hake been the nature of the world, where 
we said, ”Nell, thereMs nothing else to do but wor1 and ta1e 
care of my family during this time.B 4ut we were resilient, 
and we didnMt need to be akailable or kisible to show our 
accountability. 

4recheisen et al. (:WW:) at Hallup identived vke items related 
to employee engagement that best di’erentiate the culture of 
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resilient business units during disruptike timesY 

  3etting clear eFpectations

  Eaking the right materials and e7uipment

  Opportunities for employees to do what they do best

  Connection to the mission and purpose of the orga-
ni2ation

  Cowor1ers who are committed to do 7uality wor1

As for our team at Hallup, where I wor1, we were able to set 
clear eFpectations of what was going to happen. Ne 1new 
what our strategy needed to be in an enkironment where peo-
ple might not be ready to necessarily spend, and we ensured 
we were ready to not only eFecute that plan, but also grow in 
our understanding of the data and insights that would help 
us optimi2e it throughout the course of the pandemic. 

Our team was both forced and eFcited to dekelop their s1ills, 
and relied on their eFpertise to eFecute our strategy. The orga-
ni2ation not only stuc1 to its kalues but doubled down on its 
kalues in prokiding unmatched analytics and adkice to lead-
ers. Ne were aligned and productike, and had great account-
ability than1s to our commitment to organi2ational culture. 
3ome people li1ed to wor1 from home and occasionally wor1 
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in the o“ce. 3ome people were Sust vne wor1ing full-time at 
home. Others felt the need to come in and couldnMt stay away. 

The aftermath of kaccination, and subse7uently the sekerity 
of the pandemic, had so many 7uestions that organi2ations, 
managers, and teams needed to consider and still need to face. 
The rest of this chapter is going to be dedicated to this.

Employee Engagement and Well-being within 
Hybrid and Remote Work

Eere are a couple of statistics from a qebruary :W:: study 
where Hallup researched oker 0:,WWW employees in the L3Y

  5 out of 0W L3 employees are hybrid or remote.

  6W8 of these employees that would want to be hy-
brid would prefer to be fully remote.

The following are charts that loo1 at remote-capable Sobs, as 
well as engagement and burnoutY
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Data is from “Hybrid work,” by Gallup, n.d. (https://ww
w.gallup.com/401384/indicator-hybrid-work.aspx). Copyright 

2023 by Gallup.
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Data is from “The four essential dynamics of hybrid 
work” by J. Brecheisen, A. Truscott-Smith, and B. Wigert, 

2022 (https://www.gallup.com/workplace/390944/four-essent
ial-dynamics-hybrid-work.aspx). Copyright 2023 by Gallup.
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qleFible wor1 arrangements and 0WW8 remote wor1 can lead 
to a feeling of ”neker not wor1ing.B zeople can feel they are 
”always onB because technology is there to prokide you a way 
of answering email and responding to clients. There can be 
psychological and mental health issues that arise from being 
alone too long, always wor1ing, and not eFhaling. Eow can 
organi2ations combat these issues, while striking for great ac-
countability and productikityx 

The answer I sought was within organi2ational culture. To get 
to the right culture, you might need to step bac1 and address 
the ekolution of the culture you had ks. the culture you are 
striking for.

To understand where we need to go, we can vrst consider 
potential benevts and challenges that come within a hybrid 
or remote wor1 enkironment. The following graphics depict 
some statistics related to these benevts and challenges of hy-
brid wor1.
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Data is from “The advantages and challenges 
of hybrid work” by B. Wigert and J. White, 

2022 (https://www.gallup.com/workplace/398135/advantage
s-challenges-hybrid-work.aspx). Copyright 2023 by Gallup.
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Data is from “The advantages and challenges 
of hybrid work” by B. Wigert and J. White, 

2022 (https://www.gallup.com/workplace/398135/advantage
s-challenges-hybrid-work.aspx). Copyright 2023 by Gallup.
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Nhat devned productikity and accountability in the past is 
what I belieke needed to be changed to maintain e’ectike em-
ployee engagement and well-being (the main one being hours 
wor1ed). qor years, weMke always cared about the total amount 
of hours wor1edJ that was, essentially, how long wor1ers were 
at the o“ce. Ne didnMt hake the ability to do a great Sob of 
recording hours wor1ed (and we still might not), but the 
idea that hours at an o“ce are the same thing as productike 
time felt anti7uated, and the pandemic proked that. Ne were 
able to see people get their wor1 done and hake kery e’ectike 
conkersations, and teams were able to thrike and strategi2e 
well. 

Obkiously, some roles are di’erent from others, but for most 
white-collar roles, I hake seen that people can thrike, thin1ing 
maybe they can do this ”wor1-from-home thingB regularly. If 
people can do what they need to do, and not Sust show up, but 
thrike and go further, maybe there will be more to someoneMs 
drike than Sust hours wor1ed. 

KetMs unpac1 this for a moment. If people arenMt tied to hours, 
but somehow they are getting wor1 done, haking meaningful 
meetings and conkersations, and growing in their own dekel-
opment, maybe trac1ing hours was holding them bac1x
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I belieke the one thing that organi2ations failed to reali2e, 
especially companies hiring college graduates and those with 
higher degrees, is that employees do want to see1 more for 
themselkes. That canMt always be measured by hours wor1ed, 
though, because the real kalue isnMt total hoursJ itMs outcomes 
and what is brought to the table.

The kalue is what is produced. This is what I thin1 culturally 
changed about us, than1s to the pandemic. It doesnMt matter 
how much time was spent. Value needs to be met based on 
the collectike goals you hake discussed with your manager and 
team.

A Great Manager Matters

As mentioned earlier, with fully hybrid or remote setups, 
employees felt the need to always be on. 3o, how can we akoid 
thatx jore importantly, how can we continually maintain 
and improke employee well-being, and help them sustain a 
great career in a hybrid or remote enkironmentx

Understanding Your Strengths

As mentioned aboke, 4recheisen et al. (:WW:) identived vke 
items related to employee engagement that best di’erentiate 
the culture of resilient business units during disruptike timesY 
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  3etting clear eFpectations

  Eaking the right materials and e7uipment

  Opportunities for employees to do what they do best

  Connection to the mission and purpose of the orga-
ni2ation

  Cowor1ers who are committed to do 7uality wor1

jy vrm belief is that a leader or manager is eFtremely im-
portant in ensuring the employee is getting what they need to 
lead a happy wor1 life. This relates to a managerMs relationship 
with their employee(s) and understanding of their strengths.

jy own manager 1nows my strengths kery well. Pnowing 
my top strengths, as well as the eFperience she has in un-
derstanding me, sheMs created an enkironment based on my 
wor1style that benevts the group. 3he 1nows that I do well 
with autonomy. 3he understands that I do what is in the 
best interest of our team. 3he prokides me with the tools and 
materials I need to achieke what needs to be done.

qrom what IMke seen, e’ectike leaders managing teams and 
employees in the hybrid and remote world will do this. They 
will continue to craft their strategy of leadership around what 
is best for their employees. There are great employees with 
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many di’erent strengths that benevt in more communica-
tion. 4uilding the proper cadence with those indikiduals, as 
well as understanding the role of recognition, goes a long way 
to sustain a healthy hybrid or remote employee engagement.

Believe in Professionalism

IMm a vrm belieker that most professionals donMt want to hand 
oker a poor delikerable. TheyMll as1 the 7uestions needed, re-
search the data that is re7uired, and will do the eFtra things 
that will ma1e them feel good about putting their name on 
their wor1. janagers hake recogni2ed this. TheyMke seen that 
people could do 7uality wor1 without constant superkision. 
TheyMke recogni2ed that employees kalue what they do.

Gow, this isnMt always the case. 3ome indikiduals will re7uire 
much more okersight. 3o, how do you get those people to 
continue to wor1 at a high lekel if they donMt want to return 
to the o“cex Eow can we ensure remote employees are going 
to be engagedx

In HallupMs (n.d.) ”Huide to Eybrid Nor1ing and janaging 
Uemote Teams,B there are four ”basic drikers of employee 
engagement through the lens of remote wor1BY

  zurposeY Nhere does my wor1 vt within the com-
panyx
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  DekelopmentY Eow is this going to continue to 
grow my career in the company and okerallx

  Caring managementY Am I connecting with my 
manager and are they giking me great feedbac1 and 
coaching, and caring about me as a personx

  3trengths focusY Are all the issues and roadbloc1s 
addressed so I can perform at my highest lekelx

I feel these result in improked culture, better collaboration, 
clearer understanding of akailable resources, increased coor-
dination, and streamlined processes.

Nhen a manager or leader thin1s in terms of the aboke while 
belieking in their employees, hybrid and remote wor1 can 
really wor1 long-term.

Grow Productivity and Accountability for 
Hybrid and Remote Employees

3ince the beginning of this chapter, weMke gone through what 
accountability has loo1ed li1e, the role of employee engage-
ment and well-being, and why a great manager matters. I&ll 
now continue eFploring the importance of great leadership, 
along with metrics, and how they can help sustain account-
ability.
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The Manager

There is a need to set a regular cadence for meetings, and 
managers need to understand the strengths and nature of 
their employees and treat them as professionals. These are 
all important to build a good relationship with a hybrid or 
remote employee.

3o, what is further neededx I belieke in the importance of 
recogni2ing team goals that connect to the organi2ation.

According to Eic1man and jaese (:W:0), a manager is re-
ported to be responsible for 6W8 of their teamMs engagement. 
In the Lnited 3tates, close to half of the population starts 
their day without a clear eFpectation of what to achieke. If 
managers and employees can set goals together to help em-
ployees reach those goals/and then showcase those out-
comes/employees can feel much more convdent about the 
approach they are ta1ing in their wor1.

If accountability is the result of communication of eFpecta-
tions, rekiew of performance, and reward and recognition of 
good performance, then there is no one better within organi-
2ations to achieke accountability than the manager. Nith this 
in mind, it is up to managers and other leaders within the or-
gani2ation to steward a culture that promotes accountability 
across the organi2ation.
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Great Metrics

In the world of hybrid and remote wor1ing, the number 
of hours wor1ed is not a great way to show accountability. 
Instead, measuring goals reached is a far better way to thin1 
about employee productikity and accountability. The best 
organi2ations will connect business outcomes to the most 
important elements of a personMs Sob.

This could be a slippery slope because itMs not always the case 
that proSects and goals will positikely impact the bottom line. 
?et, it is a good method to understand indikidual employee 
productikity. 3pecivcally, you can do the followingY 

  Uekiew goals of proSects and other wor1 completed, 
as well as milestones within goals

  Lnderstand the role of those goals and proSects to 
the bottom line of the company (e.g., rekenue, or 
other 1ey bottom-line PzIs)

The nice thing about goals and milestones is that there is a 
rationale based on the business results and the bottom line. 
qurthermore, there are things to celebrate, which can also 
inspire new ideas. 

In :W:W, I wor1ed on a proSect and needed to show the kalue 
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proposition of learning something, along with the applica-
tion to our organi2ation. jy vrst step was to discuss with 
my manager why it was important to our team. I too1 the 
time to showcase the kalue proposition. This wasnMt going to 
result in immediate return on inkestment (UOI). jilestones 
showed my progress. Nhile I did trac1 my hours, it didnMt 
matter how fast or slow it too1. Nhat mattered was the goal 
of completion. 3teady chec1-ins with my manager to rekiew 
milestones measured progress. 

The metrics here were mainly tied to the kalue proposition. 
At this point, we can tie in positike rekenue and other metrics 
to these strategies, though these may not be immediate. jan-
agers and employees, therefore, need to consider what are the 
most appropriate metrics.

Conclusion

To sustain accountability and productikity in a hybrid or 
remote world, it ta1es ownership between the organi2ation, 
managers, and employees. Organi2ations need to be MeFible.

janagers need to foster the kalues and goals of the organi-
2ation. janagers need to understand the strengths of em-
ployees, treat them as professionals, and 1eep up with them 
indikidually.
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Through this relationship, managers and employees will 
come together to understand proSects, goals, and milestones, 
which can be discussed at regular interkals, and that can be 
traced to the organi2ationMs bottom line. This helps ensure 
a connection between the employeesM wor1 and the bigger 
picture. In turn, this helps foster culture and connection to 
the organi2ation.
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Chapter Seven

How to be Fair 
in a World with 
Proximity Bias
Nadia Harris

Introduction and Defnition oP xromiyitB 
siaU

H ybrid work is on the rise. It’s supposed to be a 
win-win solution. Companies all around the world 

have rushed into announcing their hybrid working policies 
aiming for more workplace xe,ibility. Having worked with 
numerous hybrid companies from around the worldW I can 
clearly state that such an approach would not succeed if it 
were implemented without a strategy and change manage-
ment. ?hyB 1ecause there will be several challengesW includ-
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ing pro,imity bias. zro,imity bias is the tendency to favor 
individuals who are physically or socially closerW leading to 
e,clusion of individuals who are not in close pro,imity.

Increasing working hours became mainstream within the 
corporate world. Kqce attendance was confused with pro-
ductivity and engagement. Lrriving early and leaving late was 
favored by managers and supervisors. Lt the end of the dayW 
pro,imity bias actually becomes the culprit of employee dis-
engagementW dissatisfactionW and burnoutW especially in a hy-
brid team. In hybrid teamsW physical pro,imity may happen if 
some team members attend the oqce more often than othersW 
or if a company is shaped so there are both oqce and remote 
workers as part of the team. In this caseW pro,imity bias may 
become the main factor in determining who is included or 
e,cluded. 

?hat’s moreW pro,imity bias can also manifest in other waysW 
such as favoring individuals who work in the same time jone 
or who use the same communication tools. InterestinglyW I 
have observed several concerning hybrid working e,pecta-
tions that reSuired team members to always remain seated in 
front of their laptops so that company-wide tracking software 
could con“rm their virtual presence. Ehere are also other 
e,amples tooW such as ”udging whether someone is working or 
not based on their status color in communication apps.
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It’s not hard to imagine a situation where managers believe 
that oqce-based employees work harder than remote ones. 
2upervisors assume that since they can see sta4 workingW the 
5invisible6 remote ones are not as engaged or eqcient as the 
ones in the oqce. It’s an unconscious tendency to favor peo-
ple who are physically closer or even 5virtually closerW6 if man-
agers constantly check whether remote workers are online 
and moving their mouse on the screen. zhysical pro,imity can 
make it much easier for employees to be recognijed by their 
managers in terms of salary increasesW promotionW or career 
development. 

gnderUtandinh tOe Crihin oP xromiyitB siaU

zro,imity bias can be traced back to human evolution and 
the need for survival. In prehistoric timesW humans lived in 
smallW close-knit communities where cooperation and col-
laboration were necessary for survival. In these communitiesW 
people tended to trust and favor those who were physically 
close to themW as these were the individuals they relied on for 
protectionW foodW and other crucial resources. Ehis instinc-
tual bias toward people who are physically close has become 
known as pro,imity biasW and it has persisted throughout 
human history. ?hat’s moreW it’s still prevalent in modern 
society. 
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In addition to evolutionW social psychology also plays a role in 
pro,imity bias. Ehe social identity theory shows that people 
derive part of their sense of identity and self-worth from the 
groups they belong to. ?hen people are physically close to 
others who share similar characteristics or e,periencesW they 
are more likely to feel a sense of belonging and validation. 
ConseSuentlyW this can reinforce pro,imity bias and lead to 
e,clusion or discrimination. It can also have signi“cant neg-
ative impacts on productivityW innovationW and diversity. Ls 
suchW it’s important for organijations to recognije and ad-
dress pro,imity bias in order to promote a more inclusive and 
eSuitable workplace.

vohniti-e siaU

Kne form of pro,imity bias is cognitive bias. Ehis is a concept 
in psychology and decision-making that refers to the system-
atic errors in thinking that can occur when people process 
information. Ehere’s a tendency to think in a way that is 
not entirely rational or ob”ective and can lead to inaccurate 
”udgmentsW beliefsW and behaviorsW and it can manifest itself 
in numerous ways. HenceW we can distinguish many types of 
cognitive biasesW including con“rmation biasW where people 
seek out information that con“rms their e,isting beliefsW and 
availability biasW where people rely on the most easily available 
information to make decisions. Kther types of cognitive bi-
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ases include anchoring biasW where people rely too heavily on 
the “rst piece of information they receiveW and the bandwagon 
e4ectW where people adopt certain beliefs or behaviors simply 
because others around them are doing the same.

zro,imity bias is also a form a cognitive bias because it’s based 
on limited information and can lead to unfair treatment of 
individuals who are not physically close. zeople may assume 
that those who are close to them are more competentW trust-
worthyW or likableW even if they have no evidence to sup-
port these assumptions. ConseSuentlyW they may assume that 
those who are not physically close are less competent or less 
invested in the workW leading to e,clusion or discrimination.

vohniti-e siaUeU and DeciUionMkaHinh

Cognitive biases can a4ect decision-making in a variety of set-
tingsW including personal relationshipsW politicsW and business. 
Ehey can also have signi“cant implications for how organija-
tions operateW particularly in areas such as hiringW promotionW 
performance evaluationW or even pro”ect planning. ?e can 
come across managers who have a positive impression of an 
employee and may rate them higher on all aspects of their 
performance evaluationW even if some areas are actually weak-
er than others. Lt the same timeW the risk of cognitive biases 
negatively impacting distributed teams gets even bigger. Oet 
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me share a few e,amples.

Eeam members who work together in an oqce may form a 
closer bond and develop stronger relationshipsW leading to an 
5in-group6 bias where they prioritije the needs and opinions 
of their oqce-based colleagues over those who work remotely. 
Ehis leads to e,cluding remote team members and creating a 
disconnect within a team. 2uch a situation will then directly 
impact aspects such as company culture. 

Lnother e,ample can be when oqce workers have more access 
to company-wide informationW pro”ect progress and updates. 
?e may then observe 5anchoring6 biasW as opinions and de-
cisions of physically present employees will be given more 
importance and weight during the collaboration process. Ue-
mote workers may not get a chance to eSually contribute 
to teamworkW as cognitive biases will start ruling the overall 
cooperation e,perience.

Kne of the challenges of cognitive biases is that they often 
occur unconsciouslyW meaning that people are not aware that 
their thinking is biased. HoweverW it’s possible to reduce the 
impact of cognitive biases through techniSues such as mind-
fulnessW cognitive restructuringW and diverse perspectives. 1y 
recognijing the ways in which our thinking can be biased 
and taking steps to address these biasesW we can make better 
decisions and create a more eSuitable and ”ust workplace.
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In other wordsW cognitive biases are around us in our everyday 
lives. Ehey are mental shortcuts that our brains use to make 
decisions SuicklyW often based on incomplete or inaccurate 
information. ?hileW in some situationsW cognitive biases may 
be helpfulW in a hybrid workplace they can lead to errors in 
”udgment or discriminatory behavior among workers.

xromiyitB siaU and bBWrid ForH laiTure

Ls I have ”ust e,plained aboveW pro,imity bias can have 
signi“cant impacts on decision-makingW interpersonal rela-
tionshipsW and organijational culture. It’s worth looking at 
this topic from an even broader perspectiveW as hybrid work 
should be evaluated in terms of scalability and other im-
portant workplace metricsW such as diversity. Vmployees who 
work remotelyW or in di4erent locationsW may come from dif-
ferent backgroundsW have di4erent perspectivesW and bring 
di4erent skills and e,periences to the table. zro,imity bias can 
lead to a lack of diversity in the workplaceW which can limit 
creativityW innovationW problem-solving abilitiesW and oppor-
tunities for individuals who are not in close physical or social 
pro,imity to those in positions of power. Ehis can perpetuate 
systems of ineSuality and discriminationW leading to a less 
diverse and less inclusive workplace or community.

In terms of company cultureW pro,imity bias can perpetuate 
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a culture of e,clusion or favoritism. L good e,ample can be a 
workplace where managers favor employees who work in the 
same oqce or department. Ehese employees may have greater 
access to resourcesW opportunities for advancementW and social 
connectionsW leading to a culture of uneSual opportunities 
and e,clusivity. Lddressing pro,imity bias in a hybrid compa-
ny culture reSuires a proactive and intentional e4ort to create 
a culture of inclusion and to leverage technology to promote 
collaboration and communication. Companies should estab-
lish clear communication protocols and ensure that feedback 
and performance evaluations are based on ob”ective criteria 
rather than physical presence.

pOe IySortance oP pruUt

Lnother essential element that can make or break a distrib-
uted team is trust. ?hen team members are working remote-
lyW trust becomes very important because they cannot rely on 
face-to-face interactions to build relationships and establish 
trust. V4ective communication cannot happen without it. 
?hen team members trust each otherW they are more likely 
to share information openly and honestlyW which leads to 
better collaboration and decision-making. LdditionallyW trust 
is the foundation of strong relationships at work. If trust is 
presentW it’s much easier to achieve common goals. Vmployees 
feel more satis“ed with their work and their team as they are 
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able to collaborate eqciently and e4ectively. Eeam members 
can rely on each other to complete tasks and meet deadlinesW 
which leads to increased productivity and better results.

GowW let’s imagine that we are dealing with a hybrid team 
without trust. Danagers rely only on what they seeW and 
do not take into account the fact that they tend to favor 
team members being in physical pro,imity. ?hat is going 
to happenW most probablyW is a to,ic situationW where on-site 
managers may feel the need to micromanage the work of re-
mote workersW constantly checking in and monitoring their 
progress. Ehis can create a sense of distrust and resentment 
among remote team membersW and lead to decreased produc-
tivity and overall ”ob satisfaction. 

In the 7N77 Vdelman Erust 1arometer 2pecial UeportW 5Erust 
in the ?orkplaceW6 we “nd that trust is directly linked to 
increased loyaltyW employee advocacyW commitmentW and en-
gagement. Ehis data makes it very tempting for me to claim 
that it’s not fancy oqce perksW free Jriday lunchesW or billiard 
tables that build a great working culture. It’s something much 
more meaningful that connects individuals with the compa-
ny.

kitihatinh xromiyitB siaU in bBWrid peayU

Ditigating pro,imity bias in hybrid teams reSuires intention-
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al e4ort and a combination of various strategies. ?e cannot 
possibly try to “, something if we do not understand what is 
broken. Ehat is the reason we should “rst and foremost raise 
awareness of the issueW and this can only happen if we start 
educating the whole organijation about it. Vveryone must 
be on board to make this happen. In other wordsW spreading 
awareness about pro,imity bias is the “rst step to making 
sure it gets eliminated in favor of eSual treatment among 
oqce-based and remote team members.

Anderstanding how pro,imity bias manifests itself in the hy-
brid workplace and its negative impact on productivityW col-
laborationW and diversity is the “rst step to successfully over-
coming it. Eo do itW the company can introduce training ses-
sions or di4erent resources to share information about how 
this issue impacts team dynamics. It’s also a good idea to start 
sharing various techniSues that will help the team rexect on 
their own behaviors and perceptions they have in the work-
place. Ehe goal is to introduce a multifaceted approach that 
addresses the underlying causes of such bias. 1y establishing 
ob”ective criteriaW using blind screening techniSuesW o4ering 
remote work opportunitiesW encouraging virtual communi-
cationW and promoting diversity and inclusionW companies 
can reduce the impact of pro,imity bias and create a more 
eSuitable and inclusive workplace.
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Companies that have successfully implemented strategies to 
overcome pro,imity bias have several things in common. 
Ehese can beW for e,ampleW encouraging video calls instead 
of emailsW setting up virtual water coolers for employees to 
connect with each otherW or having team members visit each 
other in person from time to time. Ehis eliminates distance 
and ensures a highly collaborative and inclusive work culture.

AucceUUPuT xracticeU to EddreUU xromiyitB siaU

In terms of great practicesW it’s worth considering the prac-
tices of a remote-“rst company that has successfully addressed 
pro,imity biasW 1u4er. 1u4er ensures that all employees feel 
included thanks to tools like Eonut in 2lack that randomly 
pairs employees for virtual co4ee chats. Ehe company also 
encourages their team members to share personal stories and 
engage in social activities like a virtual game night or book 
clubs. Ehe goal is to foster a sense of community and belong-
ing among all employees that conseSuently creates a more 
inclusive working environment.

In terms of hybrid companiesW it’s worth looking at DicrosoftW 
which has successfully implemented several strategies that in-
clude training programs aimed at teaching employees how to 
recognije and overcome their unconscious biases. Ehe com-
pany openly encourages remote work and xe,ible schedules 
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by making it a policy that allows employees to work from 
wherever they feel most comfortable. Ehey have e,plicit com-
munication and clear rules that help the entire company em-
phasije working results rather than physical presence. 2uch 
transparency is crucial to build a scalableW bias-free hybrid 
working approach that ensures eSual treatment for all em-
ployees. If companies simply agree for people to work from 
home without any clear principles or e,pectationsW outdated 
working patternsW such as physical presence prevailing over 
remote workW will likely succeed. 

If I had to summarije several straightforward techniSues that 
can help overcome pro,imity bias in a hybrid teamW I would 
stress team discipline and encourage proactivity and social 
events. 2ometimes even the smallest steps can work wondersW 
and it’s ”ust a matter of goodwill to successfully tackle a big 
problem.

pOe IySortance oP AociaT j-entU

GowW let me elaborate some on social events. It’s a popular 
misconception that remote workers never meet in real life 
and ”ust use online messaging to collaborate. HoweverW this 
is not trueW as well-known distributed companies stress the 
necessity of in-person meetings. 2ocial events play an impor-
tant role in creating a sense of community and strengthening 
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relationships within hybrid teams. 2ocial events provide an 
opportunity for team members to get to know each other on a 
more personal levelW and this inevitably leads to strengthened 
relationships. In a hybrid teamW people do not have the op-
portunity to interact with each other in person on a regular 
basis. 2uch events can lead to fostering teamwork because 
they build a sense of camaraderie and team spiritW which can 
improve collaboration. Ehe goal is for team members to feel 
connected and invested in each other’s success. If this hap-
pensW we can be assured thatW if they start collaborating in 
a distributed environmentW they will work closely together 
toward achieving mutual goals.

L team’s morale is also an especially important aspectW and 
social events can have a great impactW as team members have 
fun and unwind together. Ehis will also trigger a sense of 
belonging and getting closer to one another so thatW even if 
they do not see each other dailyW the team will remember those 
great moments of being together and they will feel a deeper 
connection that they truly are a team.

It’s no secret that technology is essential to communicating 
in a hybrid setup thanks to tools such as video conferencingW 
instant messagingW and collaboration software. 2uch tools en-
able teams to communicate in real time to share information 
and collaborate on di4erent pro”ects. ?hat is important is full 
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transparency to make sure that all team members are eSually 
eSuipped for success in terms of their daily performance. I 
would strongly advise using tools like Toogle Erive or Di-
crosoft Eeams so employees can work on documents and “les 
together in real time. Lll processes and e,pectations will be 
stored in a mutually accessible place for all workersW whether 
they are on-site or remote.

gUinh pecOnoTohB to pracH xroducti-itB and 
xrohreUU

In terms of productivity and tracking progressW technology 
can help teams by automating routine tasks and streamlining 
workxows. Danagers can then have a full overview of what is 
happeningW what the blockers areW and how each team mem-
ber is performing daily. Ehere are di4erent pro”ect manage-
ment applications availableW such as ErelloW DondayW and FiraW 
so teams can stay organijed and on track with their work. 
2uch tracking tools can help workers stay accountable and 
manage their tasks e4ectively. Dost importantlyW what can 
be achieved here is clear visibility on what is happening in 
terms of daily work activitiesW so managers do not have to 
ask Suestions and make assumptions about false performance 
and engagement. Kf courseW we cannot and shouldn’t forget 
about the important aspect of data analysis and how tech-
nology can help hybrid teams in this aspect. Eools such as 
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business intelligence software and data visualijation tools can 
help teams analyje data to identify trendsW make predictionsW 
and optimije performance.

In summaryW technology is essential for hybrid teams to com-
municateW collaborateW stay productiveW be xe,ibleW and ana-
lyje data. 1y leveraging technology e4ectivelyW hybrid teams 
can work together seamlessly and achieve their goals.

CW)ecti-itB in tOe ForHSTace

Kb”ectivity in the workplace is essential for fair and eSuitable 
treatment of all employees. ?e can describe it as the ability 
to make unbiasedW impartialW and rational decisions based on 
factsW evidenceW and meritW rather than personal preferencesW 
pre”udicesW or other irrelevant factors. In an ob”ective work-
placeW all employees are evaluated and treated fairlyW regardless 
of their genderW raceW ethnicityW ageW religionW or any other 
personal characteristic.

Oack of ob”ectivity in the workplace can lead to unfair treat-
ment of employeesW discriminationW and biased decision-mak-
ing. Ehis can literally a4ect every area of the business. Oet us 
imagine biased hiring and promotion processes. Ehe results 
could be dramatic if managers relied on personal connec-
tions or sub”ective ”udgments rather than ob”ective criteria to 
make such decisions. ?e may run into situations where these 
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managers are biased against Suali“ed candidates who don’t “t 
their personal preferences or biases. Jor e,ampleW a manager 
might favor a worker who has had the same hobby that they 
have discussed several times during in-person meetings. Ehe 
same worker may be much less Suali“ed for the ”ob than a 
remote worker who has never had the opportunity to spend 
SualityW in-person time with the manager.

voncTuUion

2preading awareness about pro,imity bias and the necessity 
to remain ob”ective in the workplace refers not only to the 
leadership teamW but also to all managers as well as all work-
ers who interact with each other on a daily basis. Kne of 
the most important roles here is the engagement of the HU 
department so that designing bias-free processesW transparent 
feedback frameworksW and performance evaluations becomes 
part of a broader change management process to also generate 
a mindset shift across the company.

Lll in allW pro,imity bias can trigger severe problems in hybrid 
teams. EhereforeW it’s essential to speak about it openly and 
establish a data-oriented approach to ensure ob”ectivity. Hy-
brid companies cannot forget about virtual colleagues who 
need a fair chance to succeed and remain connected. 
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Section V – Human Capital



WINNING IN THE VIRTUAL WORKPLACE



Chapter Eight

The Personal 
Side of Project 
Management in 
the Virtual 
Workplace 
William J. Quinn, III

“B eing a Project Manager is like being an artist, you 
have the diperent colored mrocess strea-s co-binw

ing into a fork o” art( C2i--arrusti, 018).x Being a mroject 
-anager in a virtual setting is like being an artist fhere colors 
can co-e ”ro- all over the forld, at all ti-es o” the day, and 
land on a canvas that you have never even seenx 

Project -anage-ent has eWisted throughout ti-ex 4hile the 
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eWact -ethodology -ay be a bit o” a -ystery, it is clear that 
things such as the Pyra-ids o” Vgymt, the Treat 4all o” 
2hina, and the road syste-s o” the Uo-ans took ac’uirw
ing, -anaging, and coordinating a vast nu-ber o” resourcesx 
4hile these are giant eWa-mles Cliterally., mroject -anagew
-ent doesn3t alfays involve -assive undertakingsx Hhe Prow
ject Manage-ent Nnstitute CPMN. stated that a mroject is “a 
te-morary groum activity designed to mroduce a uni’ue mrodw
uct, service or result( CProject Manage-ent Nnstitute, 018S.x 
9uccess”ully achieving this result re’uires the use and coordiw
nation o” resources fith de5nitive start and end mointsx 

4e3ve all acted as in”or-al mroject -e-bers throughout our 
livesx Planning a fedding, murchasing a ho-e, designing 
landscaming, and decorating our living smaces all re’uire so-e 
level o” mroject -anage-entx Hhere is so-e debate as to eWw
actly fhen ”or-al mroject -anage-ent ca-e into eWistence, 
but it can be traced at least back to the early 8&71s fhen it 
fas smeci5cally -entioned in the Ltlas -issile mroject CMorw
ris — Eough,8&)6.x Project -anage-ent is currently one o” 
the ”astest grofing careers do-estically and internationallyx 
Got only is it a naturally grofing 5eld, but fe are also eWw
meriencing the 5rst generation o” mroject -anagers%those 
babywboo-er mioneers o” the industry fho started in the 
8&71s and 8&J1s%reaching retire-ent age and eWiting the 
-arketx  
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4hile, historically, mroject -anage-ent has been -ost mrevaw
lent in industries such as construction, in”or-ation technolw
ogy CNH., and engineering, fe are seeing a rise in less tradiw
tional settings including healthcare, -anu”acturing, and even 
the legal forldx Hhis diversity o” industry is helming to drive 
the grofthx 4hile the Bureau o” Oabor 9tatistics is mrojecting 
a -ini-u- grofth rate o” over 6z mer year in the Anitw
ed 9tates ”or the neWt decade, this de-and is not li-ited to 
the Anited 9tatesx Project -anagers -ay be in even higher 
de-and internationallyx Hhe PMN remorted the de-and ”or 
mroject -anage-ent mro”essionals in other countries, includw
ing 2hina, Nndia, Daman, Ter-any, and the Anited qingdo- 
is also grofingx Hhey mredict there fill be J1 -illion omenings 
internationally over the neWt 5ve yearsx  

Virtual Project Management

Hhe co-bination o” the rise in de-and ”or mroject -anagew
-ent, both do-estically and internationally, and the continw
ued rise o” the virtual fork”orce results in a very ”avorable 
outlook ”or the ”uture o” re-ote mroject -anage-entx Hhere 
are several asmects that can aid you in your ’uest to be a sucw
cess”ul mroject -anager in a re-ote settingx 2o--unication, 
ti-e -anage-ent, organiYational afareness, and leadershim 
skills, all o” fhich N fill touch on later, are very i-mortant 
in the mroject -anage-ent forldx Eofever, N fould argue 
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that the -ost critical ”actor ”or success is your choice o” orw
ganiYationx –esmite the rise o” the virtual forkmlace, -any 
co-manies are still atte-mting, fith varying success, to get 
e-mloyees back in the oFcex 9o, i” the re-ote asmect o” virw
tual mroject -anage-ent is i-mortant to you, be sure to ask 
inwdemth ’uestions about not only the current re-ote fork 
environ-ent, but also the mlanned ”uture o” their virtual 
mresencex 

Knce you have established the organiYation is co--itted to a 
virtual setting, the neWt thing to consider is by fhat ”actors 
your success fill be deter-inedx Hhe resultsworiented fork 
environ-ent CUK4V. fas 5rst introduced by Best Buy in 
0117, but since then -any co-manies, both large and s-all, 
have adomted this syste- CPeek, 010S.x Nn this tyme o” forkw
mlace, epectiveness is based on results, mer”or-ance, and outw
mut, rather than the nu-ber o” hours sment co-mleting a taskx 
Hhis is i-mortant because fhen -anaging mrojects virtually, 
your tea- -ay not necessarily be on the sa-e schedule or 
even in the sa-e ti-e Yonex :ou -ust be able to assign and 
-onitor tasks occurring si-ultaneously on -ultimle diperent 
ti-etablesx N” you fork ”or a co-many that is -ore forw
ried about your scheduled availability Cixex, a “&?7 job(., you 
fould either need to mut in eWtra hours to co-mensate ”or the 
virtual environ-ent or faste a lot o” ti-e by atte-mting to 
co--unicate and coordinate tasks asynchronouslyx 4orking 
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”or an organiYation that understands and ammreciates that 
results count -akes mroject -anage-ent a -uch easier and 
-ore refarding taskx 

The Importance of Team Building

Knce you 5nd yoursel” forking ”or an organiYation that you 
are co-”ortable fith, the neWt stem is tea- buildingx N” you 
are lucky enough to select your tea-, do so fiselyx 2hoose 
meomle fho have a strong knofledge base fith resmect to their 
anticimated tasks, thrive fith your co--unication style, and, 
above all, are trustforthyx Kther than your e-mloyer, your 
tea- fill be the -ost i-mortant ”actor deter-ining your 
success or ”ailure as a mroject -anagerx 

4e are not alfays ”ortunate enough to mick our tea-s, 
thoughx ;re’uently fe are assigned stap -e-bers fith 
fho- fe -ust forkx 4hen this hammens, fe have to rely on 
our core co-metencies in the basics o” mroject -anage-ent! 
co--unication, ti-e -anage-ent, organiYational afarew
ness, mroble-wsolving, and leadershim skillsx Hhese skills are 
considered the 5ve millars o” mroject -anage-ent, each o” 
fhich re’uires a diperent ammlication in the virtual setting 
than they do in a traditional fork environ-entx Vach fill 
nof be eWmloredx
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Communication

2o--unication is listed 5rst because it is absolutely critical 
and apects your ability to ”unction fithin the other ”our 
millars Cti-e -anage-ent, organiYational afareness, mrobw
le-wsolving, and leadershim skills.x 4hen it co-es to co-w
-unication in the traditional forkmlace, there are a ”ef staw
mles in fhich al-ost all o” us have marticimatedx 4hen fe 
are in the oFce fe e-ail, call by mhone, or instant -essage 
in so-e ”or-, but ”acewtow”ace interactions are a-ong the 
biggest ”or-s o” co--unicationx Nn a mhysical forksmace, 
such ”acewti-e eWmeriences can helm to build rammort fith 
your tea- -e-bersx Hhese -ay be through ”or-al -eans, 
such as groum -eetings or scheduled onewonwones, and allof 
”or a ramid eWchange o” in”or-ation in a controlled -anner 
and can give you an idea o” hof your coforkers give and 
receive in”or-ationx 

Hhere are also a-mle ommortunities ”or in”or-al ”acewtow”ace 
interactions, such as faterwcooler talk, fhere you get to knof 
your coforkers and tea- -e-bers on a -ore mersonal levelx 
4hether it is fhat they did over the feekend, fhat books 
they are reading, fhat shofs they are fatching, or just fhat 
they do ”or ”un, all o” this gives insight into fho they are as a 
merson, and it gives the- insight into fho you arex 
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Hhese ”actors helm to create a nonwforking bond fhich can 
increase the epectiveness o” co--unicationx Hhe challenge in 
the virtual forkmlace is ”ostering these sa-e bonds fithout 
the bene5t o” just bu-ming into each other throughout the 
dayx Eof do fe -i-ic these interactions in a virtual setting[ 
Hhe ansfer is that there is no one ansferx

Eere are so-e tims ”or epective co--unication in the virtual 
forksmace! 

  Eave “getting to knof you( -eetings

  Vncourage smontaneous conversations

  –ocu-ent

Have “Getting to Know You” Meetings

Vpective co--unication in a virtual setting takes eport, 
mlanning, and coordinationx Ls a mroject -anager in a virtual 
setting, your eport is critical in ”ostering good co--unicaw
tionx –esmite the ”act that there fill be a lot o” asynchronous 
in”or-ation eWchange directly related to the mroject at hand, 
there should also be a good a-ount o” synchronous converw
sations fith the goal o” building trust and rein”orcing relaw
tionshimsx ;ortunately, fe have a mlethora o” tools available 
to us that can helm fith this connectionx 4hether it be video 
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-eetings, teWts, mhone calls, or instant -essages, you need to 
5nd fays to learn about your tea- and give the- a-mle omw
mortunities to learn about youx Hhis is fhere regularly schedw
uled Cand resmect”ully scheduled. -eetings can be a big helmx 
Knewonwone video conversations are a great fay to develom 
relationshims fith your tea-, esmecially near the beginning o” 
a mrojectx Hhese give you the ommortunity to learn -ore about 
the individuals fith fho- you are forkingx 9chedule these 
as in”or-ational eWchange sessions, but also -ake sure that 
you take the ti-e to connect on a mersonal levelx 

N try to break these -eetings into three distinct mhasesx ;or 
the 5rst mhase, act as i” you are at the fater cooler and just 
bu-med into your colleaguex Lsk omenwended, leading ’uesw
tionsx Lsk about their day, their ”a-ily, their feekend, anyw
thing other than just the fork that you sharex Oikefise, take 
the ti-e to discuss so-e o” your mersonal ”actors, letting the- 
get to knof you, as fellx Hhis tyme o” tfowfay co--uniw
cation can go ”ar tofard building trustx ;or the second mart 
o” the -eeting, N ”ocus on discussing the mroject ”ro- their 
mersmectivex Hhis gives you the ability to 5nd out hof they 
are doing on their tasks, and hof they ”eel about the mroject 
and the tea- in generalx Hhe 5nal mhase is reserved ”or giving 
direction and eWmlaining any changes to the mlanx
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Encourage Spontaneous Conversations

Nn addition to these scheduled sessions, N suggest being as 
available as mossible ”or smontaneous conversationsx Nt helms to 
be online, or available on a regular schedule Ci” mossible., and 
to let your tea- knof these scheduled ti-es o” availabilityx 
Hhese can be acco-mlished via direct -essage, teWt, video 
chats, or good oldw”ashioned mhone callsx Hhe -ethod isn3t 
i-mortant, but the -essage is, and that -essage is you are 
interested in your tea- and ready to connect fith the-x 

Nn conjunction fith gettingwtowknofwyourwtea-wtyme co-w
-unication, you fill also need in”or-ationalweWchangewtyme 
co--unicationx Uegularly scheduled, ”or-al -eetings are a 
great fay to keem the tea- in”or-ed and um to datex Hhis can 
be a challenge fith diperent ti-e Yones, but as a virtual mrow
ject -anager, it fill be in your best interest to -ake -eetings 
like this fork fithin the con5nes o” everyone3s schedulex 

Document

qeeming clear records o” interactions should also be a big mart 
o” all mroject -anage-ent -eetingsx Vven the best coordinaw
tor in the forld fill not be able to assure 811z attendance to 
every -eetingx Racations, con]icting -eetings, and e-ergenw
cies Cboth fork and mersonal. fill result in meomle -issing the 

87J



4NGGNGT NG HEV RNUHALO 4KUqPOL2V

occasional -eetingx Ho co-bat this, detailed -eeting -inutes 
should be kemt and -ade readily available to all tea- -e-w
bersx Hhis allofs absentees to catch um at their convenience 
and saves ti-e by reducing the need to rewdiscuss ite-s that 
have already been addressedx 

Meeting -inutes are not the only in”or-ation that should 
be readily available in order to assure good co--unicationx 
Ls a mroject -anager you should -aintain a library o” all 
docu-ents related to the mroject in a fellworganiYed, easily 
accessible -annerx N suggest using a shared drive in the cloud 
Csuch as –romboW.x Tiving tea- -e-bers this tyme o” access 
can reduce dofnti-e fhile they fait ”or in”or-ation that 
they -ay have had to otherfise re’uest ”ro- a tea- -e-ber 
forking on a diperent ti-e schedulex 

Time Management

9cheduling these ”or-al and in”or-al -eetings, as fell as 
having regular availability, re’uire a high level o” ti-ew-anw
age-ent skillsx 4hen forking in an oFce setting, ”re’uently 
your tea- -e-bers are all in the sa-e building at the sa-e 
ti-ex 4hen forking in the virtual forld, your tea- can 
be mhysically smread out and have drastically diperent fork 
schedulesx Hhis moses challenges that a strong mroject -anager 
-ust deal fith and overco-e to succeedx L critical ”actor to 
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re-e-ber here is that you are not necessarily -anaging ti-e, 
but rather -anaging meomlex Ho that end, you need to -ake 
sure that you and your tea- are set um ”or successx 

Eere are so-e tims ”or epective ti-e -anage-ent in the virw
tual forksmace! 

  Eave a designated forksmace

  9chedule ti-e to co--unicate

  Hrack ti-e

Have a Designated Workspace

;irst and ”ore-ost, a designated forksmace is a great helm ”or 
-anaging ti-ex N” you and your tea- treat your resmective 
forksmaces like you fould a mhysical opwsite oFce, it -akes it 
easier to not be distracted, thereby -aking better use o” your 
ti-ex 4hile -any -ay not fant to hear this, N also strongly 
suggest getting dressed ”or fork, even i” you aren3t leaving 
the housex Nt -akes it easier to get into a fork -indset and 
-entalityx 

Schedule Time to Communicate

Hhis ammlies to both groum -eetings and onewonwonesx 9chedw
ule task co-mletion ti-es, then be sure to track the ti-e sment 
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in each o” these, and mut the eport into co-mleting each ite- 
in the allotted ti-e”ra-ex 4e have all been in -eetings that 
have gotten out o” control and gone overti-e/ N doubt that 
-any o” us enjoyed the-x qeem your -eetings and sessions on 
tomicx N” you 5nd the- fandering or getting out o” control, 
take charge and reset the mathx N” critical unanticimated issues 
co-e um during the -eeting, still do fhat you can to end the 
session on ti-e and si-mly add in another -eeting at a later 
datex Hhis gives everyone ti-e to -anage their ofn schedule 
and forkload fhile still addressing issues as they arisex 

Uelated to this is assigning duties and tasksx 4hen doing so, 
be sure to consider the ti-e already allotted ”or co--unicaw
tion and -eetings, eWisting forkloads, and critical ti-elines/ 
disresmecting the boundaries o” your tea- is a good fay to 
lose their trustx Hools such as shared calendars, mroject -anw
age-ent so”tfare, and M9 Hea-s are great fays to coordinate 
these schedulesx

Track Time

N” you do not -onitor hof your ti-e is sment, it can be 
very easily fastedx Hhis can be a daunting task ”or a mroject 
-anager because you have to do it ”or yoursel”, as fell as Cat 
least to so-e eWtent. ”or your tea- -e-bersx 4ith a s-all 
tea-, you -ay be able to keem track o” ti-e and activities 
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via the use o” a si-mle smreadsheetx Eofever, i” you have a 
larger tea-, or -ultimle tea-s, N strongly suggest -oving to 
a mrojectw-anage-entwbased so”tfare mackagex Uegardless o” 
your choice, alfays re-e-ber to give your tea- access to the 
datax 

Organizational Awareness

Ho interact fith, coordinate, and get the -ost out o” your 
tea-, you -ust be in tune fith the-x KrganiYational afarew
ness is a fidely used ter-, fith -any accemted -eanings, 
so it can be so-efhat o” an esoteric tomicx 4ith resmect to 
mroject -anage-ent, it can be ”urther ”ocused to tea- afarew
nessx Hhis marticular skill can be eWmressed as an understandw
ing o” the ”or-al and in”or-al interactions o” the tea- and 
hof these interactions can apect mer”or-ancex Nn short, havw
ing a good understanding o” your meomle and their -otivaw
tions, strengths, feaknesses, co--unication styles, and fork 
habits, as fell as -any other ”actors, can have a signi5cant 
i-mact on the success Cor ”ailure. o” the tea-x 

Eere are so-e tims ”or epective organiYational afareness in 
the virtual forksmace! 

  Hake the ti-e to knof your tea-x 

  Ase tfowfay co--unicationx
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  Anderstand the 5tx

Take the Time to Know Your Team

4e do not alfays have the luWury o” choosing our ofn tea-x 
;re’uently, fe are assigned meomle and have the resmonsibility 
o” -olding the- into a cohesive unitx Hhe 5rst stem in the 
building mrocess is to co--unicate fith your tea- and helm 
the- grofx L great area to ”ocus this grofth on is in develomw
ing the decisionw-aking mrocess o” your tea-x L good mroject 
-anager fill not only gather the data and -ake decisions but 
fill also take the ti-e to get everyone3s ominion and garner 
buywin ”ro- the tea- be”ore choosing a math to be ”ollofedx 
–oing these things in a virtual setting can be diFcultx

Use Two-Way Communication

Tathering ominions and in”or-ation, as fell as assessing the 
level o” buywin can be diFcult fhen you aren3t ”acewtow”acex 
Ls a result, you -ay -iss nonverbal clues that meomle can 
unconsciously give op fhen they are not in agree-entx 4hile 
it -ay sound si-mlistic, the only counter ”or this is a high 
level o” tfowfay co--unicationx Hhere are tfo asmects to 
co--unication%the sending and receiving o” the intended 
-essagex Ls a mroject -anager in a virtual setting, you -ust 
take the eWtra ti-e to assure that your tea- understands your 

8J8



-essage and that you understand theirsx

Understand the Fit

4hen N smeak o” understanding the 5t, N a- re”erring to hof 
your tea- 5ts into the organiYation as a fhole, and -aking 
sure that the tea- does, as fellx 4hile one o” the -ajor asmects 
o” being a servant leader is mutting your tea- -e-bers above 
the organiYation, you need to re-e-ber that the goal o” the 
tea- is still to mrovide a service to the organiYationx ;or that 
to hammen epectively and eFciently, you fill be eWchanging 
in”or-ation fith meomle outside o” your tea-x :ou -ust keem 
this in -ind and re-ind your tea- that, desmite the ”act that 
they -ay not see the higherwums in the organiYation on a daily 
basis, they are still there and still eWmect resultsx 

Problem-Solving

Vven a”ter you have chosen your organiYation, develomed your 
tea-, beco-e the leader you fould fant to ”ollof, co--uw
nicated epectively, and mlanned your mroject in a fellwdocuw
-ented, readily accessible -anner, there is still an i-mortant 
”actor to re-e-berx Hhat is, mroble-s fill surely arisex Nt is 
alfays sa”e to assu-e that your mlan is not mer”ect and that 
no mroject goes op fithout a ”ef unanticimated issues arisingx 
Eof you deal fith, and ulti-ately solve, these mroble-s can 
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-ake or break you as a mroject -anagerx 

Eere are so-e tims ”or epective mroble-wsolving in the virtual 
forksmace! 

  Nnclude your tea-

  Ueach out ”or resources

  –ocu-ent

Include Your Team

Kne o” the best fays to deal fith issues fhen they arise is 
to include your tea- al-ost ”ro- the very beginningx Brainw
stor-ing can be a ”antastic toolx 4hile as a leader you -ay 
have a tendency to 5W things and -ove on, getting everyone3s 
mersmective can not only result in solutions that you -ay not 
have thought o” yoursel”, but also helm fith garnering the 
buywin that fas discussed earlier in the chamterx Eofever, N do 
not suggest that you ju-m right into a brainstor-ing -eeting 
as soon as a mroble- arisesx Nt is better to -ake the tea- 
afare o” the mroble- and give the- all ti-e to think about 
and research solutions on their ofn ti-e be”ore bringing the 
tea- togetherx Hhis not only shofs that you have resmect ”or 
their ti-e, but also helms to -ake the brainstor-ing session 
as epective as mossiblex 
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Reach Out for Resources

4hile your tea- is researching their ideas, you should be 
doing the sa-ex Bringing um mroble-s fithout also opering 
solutions is very close to co-mlaining, and nobody likes a 
co-mlainer= Hhis is fhere you as the tea- leader should reach 
out to the larger organiYation as a fhole to see fhat resources 
are available that -ay bene5t your tea- and, mossibly -ore 
i-mortantly, i” these si-ilar mroble-s have been addressed in 
your organiYation in the mastx

Lmmlying these stems doesn3t diper drastically betfeen a traw
ditional and a virtual setting, but the -ethods o” co--uniw
cating during the mrocess can be very diperentx Nn a virtual 
setting, fe cannot si-mly falk over to a coforker3s oFce 
to see i” their tea- ”aced si-ilar challenges and, i” so, hof 
they dealt fith the-x 4hat fe can do is treat our coforkw
ers as a mart o” a larger tea- and ammly the sa-e mrincimles 
o” co--unication to the- as fe do our ofn tea-x Ho be 
mrecise, research the issue on your ofn 5rst so that you have 
so-e ideas to sharex Hhen utiliYe fhatever co--unication 
tools your organiYation -akes available to you and schedule a 
-eeting at a convenient ti-e fith coforkers fho -ay be able 
to helmx Knce you have done this, you can bring your 5ndings 
back to your tea- and integrate this in”or-ation fith the 
motential solutions that they -ay have co-e um fithx
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Document

L 5nal stem that should not be neglected is to docu-ent 
fhatever solution your tea- decides umon and -ake the 
notes on it readily availablex Ls discussed earlier, in the virtual 
setting, your tea- -ay need access to data at ti-es fhen 
it isn3t necessarily easy or ammromriate to reach out to other 
tea- -e-bersx Eaving clear, readily accessible docu-entaw
tion allofs the- to get the knofledge they need to continue 
to fork epectivelyx Ldditionally, i” you have docu-entation 
readily available ”or others fithin your organiYation, they 
-ay be able to overco-e obstacles fithout ever having to 
involve you or your tea-x

Leadership

Ls fe3ve eWmlored so ”ar, mroject -anage-ent re’uires co-w
metency in co--unication, ti-e -anage-ent, organiYationw
al afareness, and mroble-wsolvingx Nn addition, you -ust be 
a good leader to your tea-x Hhe -ethod o” leadershim that N 
have ”ound to be -ost success”ul as a mroject leader is servant 
leadershimx Ls a mroject -anager Cor any -anager., you are 
trying to get your tea- to acco-mlish goals in the best fay 
they see 5t, fithout -icro-anaging the-x L basic tenant o” 
servant leadershim is to encourage meomle to think ”or the-w
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selves fhile giving the- the tools to ”ollof through on their 
thought mrocess CGau-an et alx, 0100.x 

Eere are so-e tims ”or epective leadershim in the virtual forkw
smace! 

  ;ocus on meomlex

  Lssure epective co--unicationx 

  Lddress behaviorsx

  Provide stefardshimx

Focus on People

9ervant leadershim re’uires you to ”ocus on your tea- and 
mut the- 5rst, as ommosed to the needs o” the co-manyx L 
-ajor asmect o” leadershim is hof one keems the tea- on 
track and co-mletes tasksx Hhe servant leader -ust rely on 
insmiring their ”ollofers as ommosed to the -ore authoritative 
tools co--on in a co--andwandwcontrol style o” leaderw
shimx Nn one o” the -ost fidely accemted mamers on servant 
leadershim, 9mears C0181. listed ten characteristics re’uired 
”or so-eone to lead in this -anner/ these characteristics are 
listening, afareness, e-mathy, healing, mersuasion, stefardw
shim, building co--unity, being dedicated to the grofth o” 
meomle, concemtualiYation, and ”oresightx 
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Oistening, e-mathy, and afareness are listed 5rst, and fith 
good reasonx Hruly listening to fhat your tea- -e-bers 
say, fhether verbally, nonverbally, or just in their overall dew
-eanor, can helm the mroject -anager address -inor issues 
be”ore they escalate into -ajor detri-entsx Being afare o”, or 
forking to discover, the underlying reasons that tea- -e-w
bers are saying fhat they are saying can give you true insight as 
to so-eone3s -ental or e-otional statex Hrying to e-mathiYe 
fith fhy tea- -e-bers ”eel the fay that they do can helm 
you identi”y fhat you need to do as a servant to helm the- 
get back to a highly ”unctioning levelx 

Geedless to say, truly listening, mracticing afareness, and bew
ing e-mathetic can be diFcult in any setting, but even -ore 
so in the re-ote forldx Risual and in”or-al interactions in 
a virtual setting are o”ten constrainedx –ue to the brie” duw
ration and ”or-al structure, individuals -ay 5nd it easier to 
conceal their ”atigue or ”rustration, given the restricted ti-e 
and -ethods ”or interacting fith othersx

Assure E:ective Communication

L good virtual -anager -ust -ake the eport to assure that 
epective co--unication is occurringx Hhere should be ”rew
’uent onewonwones during fhich you ask mrobing ’uestions 
fhile actively listening to fhat is said, fhat is not said, and, 
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mossibly -ost i-mortantly, hof it is being saidx Ls a virtual 
mroject -anager, in addition to discussing jobs and tasks, N try 
to have conversations designed to assess -y tea- -e-bers3 
merceived level o” -otivation, and any sense o” cynicis- they 
-ay havex Hhis leads to the healing and mersuasion asmects o” 
servant leadershimx 

Address Behaviors

Oistening, e-mathy, and afareness fill helm you identi”y isw
sues, but hof you deal fith the- can be even -ore i-morw
tantx 4hen N sense that negative mer”or-ance ”actors see- to 
be increasing, N take the ti-e to have a conversation about 
it, and then N a- cogniYant o” the need ”or dofnti-e ”or 
the tea- -e-berx N encourage the- to do so-ething that 
re”reshes the-, so that they can have -ore mositive energy 
fith the mrojectx N have also ”ound that fhen these negative 
characteristics start to ammear, that is ”re’uently due to an 
i-balance in their fork and mersonal li”ex Ho co-bat this, N 
5nd it helms to take the ti-e to revief, rein”orce, and mossibly 
reset boundariesx 

N” you 5nd that a tea- -e-ber is mutting in eWtraordinary 
hours, or even a dismromortionately high level o” eport to the 
moint that it is beco-ing detri-ental to their mer”or-ance 
and fellwbeing, then it -ay be ti-e to intervene and helm fith 
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the healing mrocessx Hhis could be as si-mle as -aking dofnw
ti-e a re’uire-ent o” their jobx Ln easy eWa-mle is getting 
the- to mut a li-it on hours that they can send or resmond to 
asynchronous -essagesx N have ”ound that fhen tea- -e-w
bers are reading and resmonding to e-ails or -essages during 
their op hours, that they have ”re’uently mut too -uch ”ocus 
on the fork mortion o” their li”e to the detri-ent o” other 
things that -ake the- hammyx By li-iting the hours they mut 
into fork, you give the- -ore ti-e to do the things they 
enjoy/ they -ay be -ore ”ocused during their fork hours, as 
fellx 

9o-e meomle do not react fell to these kinds o” li-itations/ 
that is fhen the mersuasion skills co-e into mlayx Ls stated 
earlier, co--andwandwcontrol tools aren3t easily incormorated 
into servant leadershimx 9o rather than tell the- they cannot 
resmond to e-ails during certain ti-es, you -ust convince 
the- that it is best ”or the- and their loved ones and the 
mroject as a fholex Hhis -ay not be an easy task, esmecially 
”or high mer”or-ersx N suggest being direct, co--unicating 
to the tea- -e-ber smeci5c eWa-mles o” hof their mer”orw
-ance has supered, and ”ocusing on the bene5ts o” rest and 
dofnti-ex Eome”ully, you have develomed a good connection 
fith this merson and, as a result, you can suggest they ”ocus on 
so-e o” their ”avorite hobbies or smending ti-e fith ”riends 
and ”a-ilyx Hhis ”ocus on your tea- -e-bers also ties into 
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stefardshim, building co--unity, and being dedicated to the 
grofth o” meomlex Hhese concemts are very closely tied togethw
er, so -uch so that it -ay be diFcult to decide fhere one 
ends and the neWt beginsx

Provide Stewardship

Lt the -ost ”unda-ental level, stefardshim is taking care o” 
so-ething or so-eonex Nn the case o” servant leadershim, it is 
caring ”or the needs o” your tea- -e-bers above, but not in 
lieu o”, the organiYation as a fholex Haking care o” or caring 
”or your tea-3s needs very easily ties into being dedicated 
to their grofthx N” you have a tea- that you genuinely care 
about, you should genuinely fant the- to be the best they 
can bex Hhis -eans dedicating resources, -ost i-mortantly 
your ti-e and energy, to giving the- fhat they need to sucw
ceed at this level, as fell as elevating their mer”or-ancex 

N have alfays believed that good leaders build tea-s, fhile 
great leaders build -ore leadersx 4hen you are a success”ul 
stefard o” your tea-, and you are dedicated to their grofth, 
it helms to build their trust in youx N” this level o” trust is strong 
and mrevalent fith all o” your tea- -e-bers, it gives the- a 
co--on -otivation and a co--on ideal around fhich they 
can bond, thus building co--unityx L co--unity o” leaders 
fho care about each other is a tea- that is fellwmositioned ”or 
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successx 

Eof do fe ”ocus on these ”actors in a virtual setting as omw
mosed to a -ore traditional one[ Lgain, the ansfer is mutting 
eport into co--unication and connectionx Hhis can be done 
through any o” the -eans already -entioned above, as fell as 
any others that you can think o”x 

;inally, a ford about concemtualiYation and ”oresightx 2onw
cemtualiYation and ”oresight are ”actors that -ove ”ocus afay 
”ro- meomle smeci5cally, and -ore tofard omerational goalsx 
2oncemtualiYation can be regarded as the ability to look at 
the big micture fithout getting bogged dofn fith detailsx By 
doing this, it allofs you to develom strategies that should be 
epective in -eeting tea- goalsx ;oresight fill allof you to 
-ake judg-ent calls as to the likely success or ”ailure o” these 
strategiesx 

Conclusion

Hhe -essage N have tried to convey is that mroject -anagew
-ent is -ore about your tea- -e-bers than the mroject 
itsel”x Ho succeed as a mroject -anager, you need to mut at least 
as -uch ti-e and energy into connecting fith your meomle 
as you do on the mroject itsel”x :ou -ust -ake the eport 
to co--unicate, build connections, and then co--unicate 
even -ore to strengthen those connectionsx Hhis cycle fill 
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helm you build trust, build your tea- -e-bers3 skill sets, and, 
ulti-ately, build a tea- o” highwmer”or-ing -e-bers ready 
to handle anything that co-es their fayx –oing this in the 
virtual forld mresents very real challenges -ostly related to 
diFculties associated fith building connections in an asynw
chronous environ-entx N fish there fere one easy, readily 
identi5able ansfer, but there isn3tx Hhe best advice N can give 
is to mut your tea- 5rst, -ake the eport to connect, and allof 
the- to connect fith youx 

Lll o” the concemts N have discussed in this chamter -ay sound 
easy on mamer, but in reality, they take a lot o” ti-e and eport 
to mut into mractice in the virtual forldx Uegardless o” your 
level o” co--it-ent, regardless o” hof fell you co--uw
nicate and connect, there fill still be ”ailuresx Hhis is okay 
because to succeed, you -ust be filling to ”ailx My advice on 
this subject is to ”ail early and ”ail o”ten, but alfays ”ail in a 
-anner in fhich the recovery fill -ove you ”orfardx Hhe 
only true ”ailures in li”e are those ”ro- fhich fe do not learnx 

;inally, to do -uch o” fhat N reco--ended, it re’uires eport 
and mositive energyx :ou -ust love fhat you do so that you 
can be mroud o” your eports and outco-esx N3ll end fith -y 
”avorite ’uote ”ro- one o” -y ”avorite all ti-e athletes, Bernie 
Parent! “Vnjoy fhat you are doing, or don3t do itx( N 5nd this 
to be eWcellent li”e advicex 
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Chapter Nine

Connection, 
Communication, 
and InVuence in 
the lirtuaW 
korMpWace
Catherine satti�Me

B usinesses and organizations that maintain a virtual 
workplace must consider how well remote workers feel 

connected to their team and whether they feel a sense of own-
ership over their work. In addition, leaders should periodical-
ly examine how ebectively teams collajorate, and track pro-
Wect milestones using technology tools. 1hile there are many 
jene7ts to maintaining a virtual workplace, some challenges 
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must je addressed to ensure everyone feels connected and 
accountajle. 

In today—s economy more and more jusinesses are using re-
mote employees to save money on oqce space and overhead 
costs. Havvy jusinesses have also unlocked the potential of 
hiring from a glojal talent pool rather than their local com-
munityTa jene7t that the virtual workplace model uni6uely 
abords. 1hile this trend has many jene7ts, it can also present 
challenges when maintaining a sense of community among 
team memjers or fostering a sense of ownership among em-
ployees. 

Businesses and organizations that maintain a virtual work-
place can je more successful than those that do not. Now-
ever, strategies must je implemented to stay connected for 
this model to je ebective. By utilizing communication tools 
like regular check-ins or video calls, remote workers can stay 
productive and feel like part of a team. Ghe opportunities for 
high-performing teams to je inEuential and meet and exceed 
jusiness goals are joundless in a virtual workplace environ-
ment. 
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The Importance of Connection, Communica-
tion, and InGuence

Ps will je explored throughout the remainder of this chapter, 
three key drivers are essential to the continuous improvement 
of virtual human capital' Connection, Communication, and 
Influence. Ghe following is a jrief exploration of each one, 
and each one makes up an important part of the Uenius 
(uotient 2odel, explored later in this chapter.

Connection is the foundation of virtual human capital, pro-
viding a platform to form relationships and juild trust. 
Gherefore, creating an atmosphere of connectedness among 
employees and organizations is essential to foster collajo-
ration and growth. Ghrough leveraging digital tools, such 
as video conferencing, social media platforms, and real-time 
chat systems, teams can more easily stay connected and com-
municate their needs. 

Communication is the key to success in virtual workplaces. 
Lirtual leaders must ebectively communicate their mission, 
vision, and ojWectives with virtual team memjers to ensure 
everyone understands their expectations and how they can 
jest contrijute. Pdditionally, as virtual teams often lack a 
physical presence, virtual leaders must clearly communicate 
their message and actively engage virtual team memjers in 
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decision-making. 

0inally, virtual leaders must Influence virtual environments so 
virtual teams can get the most out of collajoration eborts. Go 
je an ebective virtual leader, one must possess active-listen-
ing, empathy, projlem-solving, and delegation skills. 1ith a 
rojust virtual presence, leaders can ebectively manage virtual 
teams and encourage them to reach their fullest potential jy 
motivating, supporting, and inspiring team memjers. 

:verall, virtual human capital is essential for companies look-
ing to stay competitive in today—s digital world. By imple-
menting Connection, Communication, and Influence as three 
key drivers of virtual workplace success, leaders can ensure 
that virtual teams are more engaged and productive. 1ith 
the right tools and strategies, virtual teams can collajorate 
ebectively while achieving positive results.

Connection, Communication, and InGuence 
in the seniuQ Muotient lodeP

Ghe )Uenius (uotient) Z2attiske, 89853 refers to an individ-
ual)s uni6ue learning and communication preferences, while 
the )Uenius 4one) Z2attiske, 89853 is the optimal psycholog-
ical state of Eow where one does their jest work and ulti-
mately lives their jest life. 1hen groups of individuals come 
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together, and each operates within their own Uenius 4one, a 
powerful synergy emerges from the collajoration of comple-
mentary talents applied harmoniously.

Ghe Uenius 4one is a state of peak performance, creativity, 
and engagement in which people experience deep ful7lment, 
meaning, and impact jy fully expressing their talents. In the 
Uenius 4one, individuals are challenged with tasks that align 
with their innate ajilities. In this state, they often report that 
they lose track of time jecause they are ajsorjed in an activity 
and thus produce their jest work.

Ghe Uenius (uotient ZU(3 2odel Zsee 0igure 53 provides a 
framework for teams to focus on productivity and motiva-
tion. It promotes the idea that jeing physically separated from 
one another does not have to je a hindrance if proper strate-
gies are put in place. Geams can use this model to evaluate 
their current practices, develop new strategies, and measure 
their progress over time. Its focus on learning, connection, 
communication, and influencing Zsee 0igure 53 helps teams 
achieve success in a remote working environment. 

Pdditionally, the U( 2odel helps teams juild trust and 
sustain motivation jy jetter understanding one another—s 
strengths and weaknesses. Ghis fosters jetter relationships 
among team memjers, leading to increased Woj satisfac-
tion. Nighly developed skills of connecting, communicating, 
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and inEuencing encourage collajoration, creativity, proj-
lem-solving, and overall team growth. 

Figure 1 - Genius Quotient Model (Mattiske, 2021)

In three parts jelow, this chapter will explore three compo-
nents of the U( 2odelT Connect, Communicate, and Influ-
ence. Ghe Learn component will je explored in Fhapter 59.

1art – V :irtuaP Team ConnectionB guiPdinS 
RtronS WePationQhipQ in a Wemote kor8force
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A “nchorQ of a ”Connect lindQetL for :irtuaP 
beaderQ and Team lem.erQ

Huccessful virtual leaders and team memjers have a mindset 
to unite, emjracing Connect as the jasis for progress and 
productivity. Ghe U( 2odel is jased on the principle of a 
uni7cation mindset and provides eight anchors to help peo-
ple develop their connect mindset.

Ghese anchors serve as role models for others who wish to 
learn and juild upon their own connect mindset. 1ith an 
increased understanding of how to foster jetter collajora-
tion through virtual connections, these anchor individuals 
and provide invaluajle insight and guidance on leveraging the 
power of connection in today—s modern virtual workplace. 
Ps such, they are truly inspiring others to reach for their 
potential and develop a second-to-none Connect mindset.

Ghe eight Connect mindset anchors to help people get into 
their Uenius 4one are'

5. Kse Rames

8. Qeep the Grust Pccount in Fredit

?. 0ocus

“. Htart Hmall' Psk ”Now Pre Dou–”
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S. Be Pppreciative

V. 2aintain Aye Fonnect

’. Frush Urumpy

". :ber a Fompliment

Ghese anchors serve as tools for developing a strong Connect 
mindset. Ghey challenge us to je open-minded, adaptive, 
and communicative in our virtual leadership and team roles, 
allowing us to create meaningful connections with those 
around us, regardless of physical distance. Aach of the eight 
anchors will now je explored.

–U NQe 2ameQ

Ksing names in virtual workplaces is a powerful tool for vir-
tual leaders and team memjers. It helps juild trust, connec-
tion, and camaraderie jetween people who may never have 
the chance to meet in person, enhancing communication, 
collajoration, and productivity.

KU 3eep the TruQt “ccount in Credit

0or virtual leaders and team memjers, Htephen O. Fovey—s 
metaphor of the emotional jank account is especially perti-
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nent in juilding trust in a virtual team ZFovey, 899“3. Lir-
tual leaders make &deposits[ into the trust account through 
honest communication and active listening. &]eposits[ cre-
ate a secure foundation of trust for virtual teams to work 
from, creating a sense of security, understanding, and respect. 
In addition, virtual leaders should respect all virtual team 
memjers during virtual conversations and meetings to avoid 
&withdrawals,[ and take the time to provide feedjack and je 
consistent in their expectations. 

Freating a trusted environment is essential for virtual lead-
ers and team memjers to juild connections in the virtual 
workplace. 1hen people feel they can trust each other, it 
encourages them to open up and share their ideas, skills, and 
perspectives. Ghis helps virtual teams jecome more collajo-
rative, eqcient, and productive. 

Grust is also the foundation of psychological safety ; an es-
sential element in virtual team performance. Msychological 
safety allows leaders and virtual team memjers to take risks 
without fear of criticism or ridicule, allowing them to take on 
complex challenges and innovate, leading to new opportuni-
ties and increased productivity.

FU 4ocuQ

0ocusing is essential for virtual leaders and team memjers to 
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create connection and trust. It allows teams to stay organized, 
to stay on task, and to ebectively use time and resources. Pd-
ditionally, focusing helps to estajlish connection jy enajling 
team memjers to work on tasks and ojWectives together with-
out distractions. 0inally, creating focus can help maintain the 
team—s momentum and motivate them to achieve their goals. 

HU Rtart RmaPPB “Q8 ”woY “re ?ou5L

Psking &Now are you–[ is an easy way to juild relationships 
and foster a sense of connection jetween virtual team mem-
jers. It serves as a simple reminder that, despite not jeing 
in the same geographical location, we still care ajout each 
other—s well-jeing. It can create an atmosphere of care and 
empathy, which helps to juild trust, collajoration, and un-
derstanding. 0urthermore, it allows team memjers to share 
their feelings, experiences, and struggles in a safe space. Ghis 
can lead to more open communication, productive proj-
lem-solving, and successful collajoration.

vU ge “ppreciati6e

Hhowing appreciation is one of the most potent connec-
tion-juilding tools on virtual teams. Axpressing gratitude for 
someone—s eborts, dedication, and results helps create a sense 
of connection and inclusivity. In addition to making team 
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memjers feel valued, appreciation can motivate good work 
and shape team dynamics.

EU laintain y7e Contact

2aintaining eye contact during virtual meetings is a cru-
cial part of connection and collajoration for teams. Gurning 
cameras on during meetings and jeing aware of eye contact 
helps create an atmosphere of connection, trust, and un-
derstanding among team memjers, even when not physi-
cally present. In a virtual meeting, eye contact conveys an 
understanding of the other person—s point of view, a visijle 
cue that people are listening, and an appreciation for their 
perspective—s value to the team. It also helps foster a sense 
of connection and unity among memjers, as they can jetter 
relate jecause of eye contact ZNansen, 89853.

OU CruQh srump7

Pvoiding, or crushing, grumpiness is essential in fostering 
connections among virtual team memjers. :ne of the most 
ebective ways to comjat grumpiness is through positive com-
munication. Geam memjers should je encouraged to com-
municate openly and honestly ajout their feelings, jut con-
structively. Ghis will create an environment that is conducive 
to connection and collajoration. Pdditionally, virtual teams 
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might engage in team-juilding activities such as virtual happy 
hours, online game nights, and trivia competitions. Ghese 
activities may help juild connections and foster collajora-
tion jetween team memjers who would otherwise remain 
strangers.

AU z&er a CompPiment

Ps virtual teams jecome increasingly common, connection 
and collajoration are essential for success. P virtual leader of-
fering compliments to team memjers can foster connection, 
juild trust, and recognize individual contrijutions. Fom-
plimenting others makes team memjers feel appreciated and 
valued and helps create a productive working environment. 
Lirtual leaders must take the initiative in complimenting oth-
ers, reEecting that connection is a priority. ]oing so will cre-
ate an environment of connection and collajoration, helping 
to ensure success for the whole team. 

kh7 :irtuaP zYnerQhip IQ 3e7 to RucceQQ

Lirtual ownership encourages connection jetween team 
memjers and a shared sense of responsijility for collective 
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success. 1hen everyone has a sense of ownership, it juilds 
trust and connection that can je leveraged to drive results. 
1hen everyone takes responsijility for the team—s success, it 
creates an environment of collajoration and accountajili-
ty that can ultimately lead to greater eqciency and success. 
1hen team memjers feel connected, they are likelier to give 
their jest ebort and je committed to reaching their collective 
goals. By fostering a sense of virtual ownership, teams have 
the potential to jecome more productive and successful. Kl-
timately, creating an environment of connection and own-
ership among virtual teams is essential in driving collective 
success.

WecoSniDe Indi6iduaP “ccompPiQhmentQ in a 
CuPture of “ccounta.iPit7

P virtual leader must foster connection and trust jy regularly 
recognizing individual accomplishments and providing con-
structive feedjack to drive performance. By creating a culture 
of accountajility, team memjers will je more inclined to 
take ownership of their work and contrijute at a higher level. 
In addition, the connection jetween virtual team memjers 
is strengthened when accomplishments are celejrated, and 
individual needs are addressed. Lirtual leaders can recognize 
achievements on a team level and individually, which will 
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help motivate and inspire team memjers to reach their fullest 
potential.

warneQQ the 1oYer of TechnoPoS7 to bead :ir-
tuaP TeamQ

0or virtual leaders and teams, it is crucial to understand the 
connection jetween technology and team ebectiveness. Kti-
lizing technology tools can help to ensure that proWects stay 
on track and that all team memjers remain connected, even 
in a virtual setting. Lirtual teams can collajorate ebectively 
jy leveraging technology tools such as online proWect man-
agement software and video conferencing platforms. Pddi-
tionally, these tools can je used to track proWect milestones 
and progress accurately. Amjracing the power of technology 
is vital to ensure that the team remains successful.

:irtuaP beaderQhipB Rta7 Connected “n7-
Yhere

Ghe success of a virtual team relies on connection. Ps a virtual 
leader, take the initiative and create a connection jetween all 
team memjers. Ktilize the tools availajle and foster connec-
tions with virtual team memjers. ]oing so will e6uip them 
to succeed wherever they may je.
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Htaying connected should je at the top of the priority list. Im-
plement strategies and systems to ensure the connection je-
tween team memjers. 0or example, consider setting up reg-
ular check-ins with colleagues and scheduling fre6uent video 
calls. Ghis will help keep everyone informed and on the same 
page, enajling the team to stay productive and focused. Being 
proactive in creating connections and fostering collajoration 
is essential as a virtual leader. By doing so, you ensure your 
virtual team will je well-e6uipped to exceed expectations and 
reach their goals. 

ConcPuQion

Ghe inEuence of virtual leaders and individual team memjers 
on the group dynamics of a virtual team is paramount. Geam 
leaders must know the potential challenges of working in a 
virtual environment and take proactive steps to ensure suc-
cessful team communication. By fostering trust, providing 
clear expectations, utilizing the right communication strate-
gies, and fostering a collajorative culture, virtual leaders can 
juild strong relationships with their team memjers and cre-
ate an ebective working environment for the entire virtual 
team. 1ith the right inEuence and leadership, virtual teams 
can maximize their productivity and create an environment 
where team memjers have a sense of connection, jelonging, 
and ownership within the team. 
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1art K V :irtuaP CommunicationB CraftinS 
CPear leQQaSeQ for CommunicatinS WemoteP7

A “nchorQ of a ”Communication lindQetL for 
:irtuaP beaderQ and Team lem.erQ

Mart of a virtual leader—s and virtual team memjer—s success lies 
in creating a shared virtual &communication mindset[ with 
the team to ensure that everyone is on the same page regarding 
virtual communication. Amjracing Communication is para-
mount for team unity, workEow, and goal achievement.

Ghe U( 2odel is a powerful tool for virtual leaders and vir-
tual team memjers to leverage to develop their Communica-
tion mindset. It consists of eight anchors which allow virtual 
leaders and virtual team memjers to hone their communica-
tion skills to collajorate, engage, and inEuence ebectively.

Ghe eight Communication mindset anchors to help people get 
into their Uenius 4one are'

5. 0ocus

8. Psk Nigh Impact (uestions
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?. Cisten ‘ Be Hilent

“. Psk ”1hat If–”

S. ]ig ]eeper

V. Des . . . Pnd

’. Hmile

". Gake Rotes

Ghese mindset anchors provide a roadmap for virtual leaders 
and teams to emulate. By demonstrating ebective commu-
nication, leaders ensure that virtual team memjers remain 
open-minded and adaptive. Ghrough fostering an environ-
ment of mutual respect and understanding, leaders enajle 
virtual team memjers to create meaningful communication, 
even when physical distance may je a hurdle.

–U 4ocuQ

Pssertive communication with an ajsolute focus enajles 
memjers to collajorate, juild trust, and ultimately achieve 
team goals. Fommunication in virtual teams can je jroken 
down into many components, such as virtual meetings, chats, 
document sharing, and team juilding. Lirtual meetings allow 
teams to come together, focus, and discuss proWects or make 

5Y5



decisions.

KU “Q8 wiSh Impact MueQtionQ

Nigh Impact (uestions ZNI(s3 are the virtual leader and 
team memjer communication tools to develop relationships, 
foster collajoration, and promote productive virtual work 
environments Z2attiske, 89883. NI(s are open-ended 6ues-
tions that re6uire deep thinking, such as &1hat is the most 
important lesson you have learned during this proWect–[ Zas 
opposed to Cow Impact (uestions JCI(s/, such as &Now did 
the proWect go–[ or &]id you learn much from the proWect–[3. 
By asking and receiving thoughtful answers to NI(s, leaders 
and team memjers can form connections with each other 
and juild trust. Pdditionally, NI(s can encourage virtual 
team memjers to think outside the jox and develop creative 
solutions for team proWects.

FU biQten … ge RiPent

Being silent and listening are essential skills for virtual team 
memjers and leaders. In virtual teams, communication is 
vital for the team to je successful. Ghe leader must listen 
carefully to understand the team—s needs and ojWectives to lead 
them ebectively. Cikewise, virtual team memjers must listen 
when leaders give instructions and feedjack, or it may lead 
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to misunderstanding and confusion. By rememjering that 
&listen[ has the same letters as &silent,[ virtual team memjers 
can focus on engaging in active listening, which will help to 
ensure that everyone is engaged and on the same page Z2at-
tiske, 89883.

HU “Q8 ”khat If5L

Ghe &1hat if–[ 6uestion can je a powerful tool for virtu-
al leaders and team memjers. By asking &1hat if–[ 6ues-
tions, virtual teams can explore various potential solutions 
and outcomes, encouraging creative thinking and collajora-
tion. Ps virtual teams often face communication challenges 
due to limited face-to-face Zin-person3 interaction, the &1hat 
if–[ 6uestion can help leaders and team memjers jrainstorm 
ideas and get each other—s perspectives and engage in creative 
jusiness thinking. Ghis type of team communication can 
help leaders and team memjers work together to make more 
informed decisions.

vU qiS qeeper

0or virtual teams to je successful, leaders must strive to cre-
ate an open and collajorative environment. Ghis starts with 
team memjers actively engaging in virtual meetings. ]ig-
ging deeper during virtual meetings jy asking pertinent 6ues-
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tions, obering insights from their experience, and engaging 
in a meaningful dialogue can strengthen communication je-
tween team memjers. ]oing so can help leaders jetter un-
derstand the team—s ideas, challenges, and progress while pro-
viding the team memjers with a deeper understanding of 
their role within the team.

EU ?eQ U U U and

Averyone can play an integral role in cultivating a positive 
communication environment. Ksing the phrase &Des . . . and[ 
in virtual meetings can foster an atmosphere of collajoration 
and collective projlem-solving. It encourages team memjers 
to constructively add to one another—s ideas and juild upon 
existing conversations. By leveraging this phrase, leaders can 
actively engage team memjers in meaningful communication 
and create an environment of trust and cohesion. 0urther-
more, leaders can encourage team memjers to continue the 
discussion jy juilding upon one another—s ideas. 0inally, this 
phrase can create an environment of collajoration and col-
lective projlem-solving.

OU RmiPe

Hmiling during virtual meetings is an indispensajle part of 
virtual communication. 0or a leader or team memjer, the 
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ajility to express emotion can help create a more friendly 
and comfortajle environment. Hmiling helps to juild rap-
port, convey trustworthiness, and display engagement with 
the conversation. It also helps to create positive feelings and 
convey a sense of enthusiasm. Pdditionally, smiling during 
virtual meetings can help juild relationships, foster collaj-
oration, increase morale, and show respect for other team 
memjers.

AU Ta8e 2oteQ

0or virtual leaders, taking notes during meetings is one of the 
jest ways to ensure everyone remains on task and produc-
tive. Ghe distance jetween virtual team memjers can make 
clarifying points or summarizing conversations challenging in 
virtual settings. Gaking meeting notes helps leaders document 
issues, decisions, and action items discussed during meetings. 
It also helps team memjers stay on track when discussing 
complex topics and ensures that any decisions made are accu-
rately recorded. In today—s technology-driven world, various 
apps and software solutions are availajle to record a tran-
script of the meeting, which can je summarized and shared 
post-meeting.
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Communicate y&ecti6eP7 in a :irtuaP kor8-
pPace

Lirtual communication re6uires leaders and team memjers 
to je mindful of their communication approach. Ceaders 
must ensure that all communication is delivered profession-
ally yet creatively, especially when communicating proWect ex-
pectations and team goals and providing feedjack. Ansuring 
clear and direct communication is critical while remaining 
respectful and polite. 0urthermore, communication should 
je structured in a way that is easy to understand and follow. 
Lirtual leaders should ensure that communication is tailored 
to the individual needs of each team memjer and the team.

Impro6e :irtuaP leetinS 1roducti6it7 Yith 
“cti6e biQteninS

Pctive listening is a communication techni6ue that involves 
paying close attention to what is jeing said during virtual 
meetings, allowing the speaker to know they are heard Z2at-
tiske, 89883. Ghis can je achieved through verjal cues such 
as nodding, repeating key points, and paraphrasing what was 
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said. By actively listening during meetings, leaders encourage 
team memjers to participate and juild trust jetween every-
one. 

Lirtual leaders need to je mindful of communication proto-
cols and eti6uette. Ghey should ask 6uestions to get clari7ca-
tion, je aware of their nonverjal communication, and ensure 
that everyone has a chance to contrijute to the discussion. 
Pdditionally, virtual team memjers should avoid multitask-
ing and je present in the discussion jy actively engaging with 
each other.

Create an zpen CuPture for ConQtructi6e 
4eed.ac8 and Idea RharinS

Freating a constructive feedjack and idea-sharing culture in 
the virtual workplace can only function if the environment 
is jased on trust and respect. 0or a virtual leader, setting 
communication expectations for the team is essential. As-
tajlishing communication parameters such as a regular time 
to check in and provide updates, setting response times for 
emails Zif necessary3, and having an open communication at-
mosphere encourages team memjers to have candid conver-
sations. 

Astajlishing a virtual environment where everyone feels com-
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fortajle expressing their ideas and opinions is crucial to devel-
oping an open culture. In addition, encouraging team mem-
jers to ask 6uestions or provide feedjack, even if challenging, 
helps create an atmosphere of trust and respect. 

Go ensure that communication is constructive rather than 
confrontational, it is vital to allow team memjers to prac-
tice communication-related skills, including providing virtual 
communication workshops, obering communication tips, or 
role-playing communication scenarios. 

0inally, virtual leaders should celejrate successes and je open 
to feedjack from the team. Oecognizing team memjers for 
their eborts when ideas are implemented and actively listen-
ing to feedjack from the team will encourage an atmosphere 
of trust, creativity, and communication. 

Create a 1Q7choPoSicaPP7 Rafe and TruQtYorth7 
:irtuaP Rpace

Msychological safety, according to Admondson, is &an ajsence 
of interpersonal fear,[ and when it is present, &people are 
ajle to speak up,[ which is a hallmark of communication 
and collajoration within virtual teams ZAdmondson, 5YYY3. 
Msychological safety refers to the level of trust and communi-
cation that is experienced among virtual team memjers and 
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their leaders. 1hen psychological safety is present, individ-
uals are more likely to communicate openly and share their 
ideas and opinions without fear of Wudgment or reprisal. Ghis 
encourages constructive communication and collajoration, 
allowing virtual teams to work more ebectively toward their 
goals. Lirtual leaders do not have the opportunity to manage 
jy wandering around the oqce, so communication must je 
more direct, thoughtful, and pointed to maintain the con-
nectivity of linking actions to the shared vision.

ConcPuQion

In conclusion, virtual communication is rapidly jecoming 
the norm. 1ith the proper knowledge and tools, virtual lead-
ers and team memjers can leverage their communication 
skills to succeed. Ps a result, leading and collajorating has 
jecome an essential skill set for virtual teams. 0urthermore, 
with clear communication, leaders can remain connected to 
their teams and juild relationships with virtual communities. 
Lirtual communication can then lead to increased produc-
tivity among remote teams and create a thriving virtual envi-
ronment.
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1art F V :irtuaP InGuenceB laQterinS y&ec-
ti6e RtrateSieQ to InQpire ChanSe :irtuaPP7

A “nchorQ of an ”InGuence lindQetL for :irtuaP 
beaderQ and Team lem.erQ

Freating a rojust virtual Influence mindset is essential for the 
success of joth virtual leaders and their team memjers. Pn 
Influence mindset gives individuals the con7dence to ebec-
tively reach out and impact people, ideas, and events. 1hen 
an entire virtual team has a collective mindset around inEu-
encing others, they can work together in unison to jring their 
ideas and opinions to the forefront. In addition, the team—s 
collective mindset allows them to think more strategically and 
identify opportunities for collajoration, rather than simply 
focusing on individual goals Z2attiske, 89883. 

Ghe U( 2odel is a powerful tool for virtual leaders and 
virtual team memjers to leverage to develop their Influence 
mindset. It consists of eight anchors which allow virtual lead-
ers and virtual team memjers to hone their inEuencing skills 
to je persuasive, collajorate, increase impact, and juild pos-
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itive working relationships.

Ghe eight Influence mindset anchors to help people get into 
their Uenius 4one are'

5. Be a Hleuth

8. Hhow Lalue

?. Uive

“. Psk ”1ill Dou . . . –”

S. 0ind :thers

V. 0ind Fommon Uround

’. Be Kni6ue

". Des, Des, Des

Ghese mindset anchors provide guidance and set an example 
for virtual leaders and teams to emulate. By demonstrating 
ebective inEuence, virtual leaders and teams remain calm un-
der pressure and maintain a professional demeanor to inEu-
ence those around them ebectively. 

–U ge a RPeuth

Oojert Fialdini speaks of Hleuths, Bunglers, and Hmug-
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glers when illustrating inEuence ZFialdini, 899Y3. Ghe Hleuth 
strategically plans and seeks out opportunities to inEuenceS 
the Bungler relies on inebective or counterproductive meth-
odsS and the Hmuggler uses unethical tactics in a manipulative 
manner. Kltimately, the Hleuth succeeds where the others fail 
jy employing ethical strategies and careful planning to create 
positive outcomes for all involved.

KU RhoY :aPue

Increasing inEuence in a virtual workspace can je done jy 
demonstrating value, jecause people are more likely to listen 
and respond positively to those with the most to ober. It is 
important to note that demonstrating value does not simply 
mean having the right 6uali7cations or expertise jut showing 
up and contrijuting to the space in meaningful waysTfor 
example, obering advice or expertise on a particular topic, 
taking the lead on proWects, or obering to help out a colleague. 
Ghese activities demonstrate value and importance and will 
increase inEuence in the virtual workspace.

FU si6e

:ne of the most ebective ways to increase inEuence in the 
virtual workplace is through giving. 1hen people act with 
generosity and give their time, resources, knowledge, and 
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connections to help their peers, they create deeper relation-
ships, increase morale, and promote camaraderie, which can 
lead to increased inEuence ZFialdini, 899Y3. In addition, jy 
giving, virtual leaders and team memjers demonstrate that 
they are valuajle assets to the company and worthy of respect. 
Uiving jene7ts the recipient and the giver, who can reap the 
rewards of having a more rojust professional network and an 
enhanced reputation for generosity. 

HU “Q8 ”kiPP ?ouC5L

Psking &1ill you . . . –[ can je a powerful way to increase 
one—s inEuence in the virtual workplace. Ghe phrase &1ill you 
. . .–[ is a form of language that can jring others into the 
conversation and promote engagement with the task at hand. 
Ksing this phrase, one can create an environment of trust 
and collajoration essential for successful virtual workplace 
relationships. Ghis is jecause such an in6uiry encourages em-
ployees to take ownership of outcomes, giving them a sense of 
responsijility and control. 0urthermore, it shows that one is 
interested in the input of others and respects their opinions. 

vU 4ind ztherQ

By jeing part of a group, individuals can leverage the col-
lective power of their peers and comjine forces to achieve 
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common ojWectives. Uroups in the virtual workspace also 
provide a platform for knowledge sharing and collajoration. 
By working together, memjers of the same virtual group 
can juild stronger relationships, gain insights into industry 
trends, and create more ebective campaigns. Pdditionally, 
working with like-minded peers obers an excellent opportu-
nity to learn from others and share new perspectives and ideas 
ZFohen, 5Y"“3. Ps such, jeing part of a cohesive group in 
the virtual workspace can signi7cantly joost an individual—s 
inEuence and help them to reach their goals.

EU 4ind Common sround

0inding common ground with a diverse virtual team is es-
sential to increase inEuence in the virtual workplace. By un-
derstanding each other—s cultural jackgrounds, values, and 
jeliefs, virtual team memjers can more easily identify ar-
eas of agreement. Ghis shared understanding can lead to in-
creased collajoration and cooperation jetween the diberent 
memjers of the virtual team and ultimately result in more 
ebective projlem-solving. Pdditionally, jy considering each 
other—s uni6ue perspectives and strengths, virtual teams can 
jetter identify and capitalize on opportunities to maximize 
their collective inEuence. Ps a result, teams are capajle of 
producing more rojust results in the virtual workplace.
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OU ge NniDue

Being uni6ue and standing out in the virtual workplace can 
signi7cantly increase one—s inEuence. Ghis is jecause when 
someone stands out, they are seen as a leader, and people will 
look to them for guidance and advice. 0urthermore, when 
someone is seen as a leader, they can shape the conversation 
and je a role model for other people. Pdditionally, as one 
stands out from the crowd, they are more likely to je seen 
as an expert in their 7eld, increasing their inEuence. 0inally, 
standing out from the crowd can joost one—s con7dence and 
make them more likely to take on new challenges, leading to 
increased inEuence.

AU ?eQ, ?eQ, ?eQ

Psking a 6uestion where someone answers &yes[ triggers a 
pattern where they are more likely to continue agreeing Z0ish-
er ‘ Kry, 89583. Psking consecutive 6uestions where the 
answers are all &yes[ sparks Fialdini—s Tcommitment and con-
sistency— principle. Ghis is when people are more likely to je 
consistent in their jehavior once they have made a pujlic 
commitment ZFialdini, 899Y3. 0or example, asking the 6ues-
tion, &Is a week enough time to do the report–[ to which the 
answer is &Des,[ can je followed jy, &Hhall we meet at 8 p.m. 
Guesday–[ to which the answer is &Des.[ Pnd then, &1ill you 
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prepare a short presentation for the team showing the report 
next Guesday–[ to which the answer is &Des.[ ZRote the use 
of the &1ill you . . . –[ 6uestion referenced ajove.3 Ghe &? 
Deses[ techni6ue is a compelling inEuence method for greater 
cooperation, commitment, trust, and engagement Z2attiske, 
89883.

Creati6e 1ro.Pem-RoP6inS for the :irtuaP 
kor8pPace

In the virtual workplace, creative projlem-solving is essen-
tial for 7nding e6uitajle and respectful solutions. Freative 
projlem-solving encourages participants to think outside the 
jox, explore diberent perspectives, and use their imagination 
to develop innovative solutions Z2attiske, 89883. Mracticing 
creative projlem-solving skills in the virtual workplace is vi-
tal to cultivate an open and creative mindset. Ghis includes 
avoiding assumptions ajout the projlem and jeing open to 
diberent ideas and solutions. It is also essential to involve 
all participants in the process jy encouraging them to con-
trijute their ideas, opinions, and solutions. Pcknowledging 
each person—s uni6ue perspective makes it possijle to 7nd a 
solution that works for everyone.
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“mpPif7 :oiceQ Yithin the :irtuaP kor8pPace

In the virtual workplace, inEuence and power dynamics can 
je challenging to navigate. Ansuring that underrepresented 
voices are heard is essential to create a more e6uitajle and 
productive workplace. :ne way to achieve this is jy creating 
dialogue space and increasing underrepresented groups— rep-
resentation in decision-making roles Z2attiske, 89893. 

Lirtual leaders can inEuence the team dynamic jy actively 
seeking input from their virtual team memjers and recog-
nizing when particular perspectives have not jeen included. 
2ore diversity in decision-making roles can help ensure that 
all opinions are considered and lead to jetter overall decisions.

Create a TranQparent and TruQtinS kor8pPace 
That yncouraSeQ Inno6ation

Freating a workplace of transparency and trust is one of the 
most potent ways to inEuence virtual team memjers and un-
lock their creative potential and unjounded inEuence across 
the organization and external groups. 

Ghis type of environment re6uires virtual leaders to je open 
and honest ajout the team—s goals, processes, and vision. 
Ceaders should strive to maintain an environment of trust 
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jy encouraging team memjers to voice their opinions and 
take risks. P supportive atmosphere where everyone is held 
accountajle for their decisions is essential for fostering an 
innovative environment Z2attiske, 89893. 

Gransparency and trust can also je encouraged jy creating 
a culture of open communication in which team memjers 
feel comfortajle sharing their ideas and obering constructive 
feedjack. It is also vital to ensure that team memjers under-
stand the implications of failure and the rewards of success. 
Ghis encourages jold thinking and allows virtual teams to 
push jeyond their comfort zones and develop creative solu-
tions.

senerate IdeaQ and CoPPa.orate in a :irtuaP 
Rpace

Ps we move further into the virtual work environment jeing 
the norm, it is crucial to recognize how inEuence can je used 
creatively and collajoratively. Ghe virtual leader is responsijle 
for creating an understanding of inEuence and developing 
trust among team memjers. Ktilizing inEuence ebectively 
can help inspire idea generation and promote collajoration 
with diverse perspectives, and challenge the status 6uo to 
enajle new ideas to surface and solve projlems in ways that 
may not initially come to mind.
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:ne way to inEuence virtually is jy using tools and technolo-
gy that can help foster creativity, such as jrainstorming, aqn-
ity mapping, and online whitejoarding tools. Brainstorming 
helps to generate diberent ideas and solutions, while aqnity 
mapping can help structure and organize them. 1ith online 
whitejoarding tools, team memjers can add their perspec-
tives and insights in one place for everyone to see and interact 
with, simultaneously driving collajoration and supercharged 
communication. 

ConcPuQion

In conclusion, inEuence is a powerful tool for virtual leaders 
and team memjers. It can je used to inspire change and 
create positive outcomes. Lirtual inEuence re6uires thought-
ful consideration and implementation of ebective strategies, 
such as leveraging relationships, technology, and resources to 
create an impactful inEuence. 1hen virtual leaders and team 
memjers understand the elements of inEuence and how to 
apply them, inEuence can je a powerful tool for inspiring 
change, and a highly ebective strategy for motivating and 
inspiring team memjers.
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Section VI – Continuous Improvement



WINNING IN THE VIRTUAL WORKPLACE



Chapter Ten

The Value of a 
Growth Mindset 
for Continuous 
Improvement in a 
Virtual Workplace
Catherine Mattiske

T o maintain a healthy balance between in-odce anv riu-
tkal wou,s continkokp imfuorement o. team membeup 

anv leaveup ip cuiticalI gn the ckuuent bkpinepp lanvpcafes many 
wou,eup aue comfletinz theiu tap,p uemotelyI Thip phi.t hap 
buokzht abokt new tuenvps challenzeps anv ippkep that ouzani-
Aationp mkpt accoknt .ou to pkcceevI xlthokzh ouzaniAationp 
mkpt cueate a pface .ou emfloyeep to e2fuepp theiu thokzhtps 
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iveaps anv conceunp riutkallys pimfly harinz a flat.oum ip not 
enokzhI ’tuonz connectionp in a vynamic enriuonment vui-
ren by continkokp imfuorement with the team at all ou-
zaniAational lerelp enpkue betteu feu.oumance when wou,inz 
riutkallyI 

To .kutheu oftimiAe riutkal wou, ptuateziep anv fuacticeps 
bkilvinz a poliv .oknvation o. tukpt with wou,eup will be faua-
moknt in allowinz any ouzaniAationBp boominz zuowthI :y 
knveuptanvinz the imfoutance o. continkokp imfuorement 
in a riutkal wou,flaces ouzaniAationp can cueate an enriuon-
ment convkcire to pkcceppI

Kne ,ey vuireu ip eppential to continkokp imfuorement .ou 
team membeupQ learningI Thip ip one conceft o. the Henikp 
Mkotient “ovels intuovkcev in the fueriokp chafteuI

The Genius Quotient Model

gntuovkcev in the fueriokp chafteus the ”Henikp Mkotient( 
0“attip,es 1)149 ip a conceft zaininz tuaction amonz inviriv-
kalps teamps anv leaveuphif ptukctkuep ap they .ace the onzo-
inz ippkeps tuenvps anv challenzep riutkal wou, fuepentpI Thip 
movel fuorivep the ptuateziep anv fuacticep to pkptain anv 
oftimiAe riutkal wou,s allowinz invirivkal team membeup to 
ofeuate moue e5ectirely while voinz theiu faut in cueatinz a 
poliv zuokf vynamicI xp ptatev in chafteu Fs teamp can kpe 
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the Henikp Mkotient 0HM9 “ovel 0pee —izkue 49 to eralkate 
theiu ckuuent fuacticeps verelof new ptuatezieps anv meapkue 
theiu fuozuepp oreu timeI gtp .ockp on learnings connections 
communications anv influencing helfp teamp achiere pkccepp 
in a uemote wou,inz enriuonmentI

Figure 1 – Genius Quotient Model (Mattiske, 2021)

gn avvitions the Henikp MkotientBp intezuatev affuoach en-
pkuep that all the cuitical elementp avvueppinz fuepent ippkep ue-
ceire attention pimkltaneokplyI gt alpo leavp to zueateu connec-
tion with feeup anv leaveups oftimal commknication amonz 
vireupe zuokfps incueapev fotential to inDkence at all lerelp 
o. the ouzaniAations anv an ereu-chanzinz enriuonment with 
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achierable zoalp anv incueapev accokntabilityI 

Lltimatelys the HM “ovel fuorivep a .uamewou, .ou teamp 
that allowp them to become moue fuovkctire anv motiratev 
in thip new eua o. wou,inz uemotelyI gn chafteu Fs we e2-
flouev the conceftp o. Connects Communicates anv Influence 
in the HM “ovelI Thip chafteu will e2floue the lapt comfo-
nent7Learns which .ockpep on hauneppinz a zuowth minvpet 
.ou leaveup anv team membeupI 

The Missing Link to Successful Virtual Lead-
ership – A Growth Mindset

8erelofinz a zuowth minvpet ip cuitical .ou wou,flace leaun-
inz in the riutkal enriuonment anv to enpkue continkokp im-
fuorementI Oeaveup anv team membeup mkpt knveuptanv that 
theue ip an offoutknity to leaun pomethinz new ereuy vay 
anv be willinz to ta,e uip,p by tuyinz new thinzps eren i. they 
vo not alwayp wou, oktI Nith a zuowth minvpets emfloyeep 
aue motiratev to ac3kiue ,nowlevze anv p,illp anv aue not 
vipcokuazev by .ailkuep ou mipta,epI gnpteavs they uecozniAe 
that challenzep anv mipta,ep fuorive an offoutknity to leauns 
zuows anv verelofI

x zuowth minvpet ip the couneuptone o. e5ectire riutkal leav-
euphifI Oeaveup mkpt verelof a zuowth minvpet to e3kif theiu 
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team membeup with the neceppauy p,illp anv pel.-awauenepp 
to comflete tap,p while e5ectirely wou,inz uemotelyI Thip 
phi.t in thin,inz allowp leaveup anv team membeup to ma,e 
vecipionp 3kic,ly anv conjventlys ta,e owneuphif o. tap,ps 
anv ma2imiAe theiu fuovkctirity in a riutkal pettinzI xp pkchs 
leaveup mkpt ckltirate an e5ectire zuowth minvpet .ou fuob-
lem-polrinz riutkal challenzep within the teamI 

Promoting Continuous Improvement 
through Growth Mindset and E8ective Virtu-
al Leadership

Earinz a zuowth minvpet anv ckltiratinz an e5ectire riutk-
al leaveuphif enriuonment aue inptukmental .ou continkokp 
imfuorementI :y embuacinz a zuowth minvpets emfloyeep 
can be moue ofen to .eevbac, anv fkph thempelrep to leaun 
new p,illp eren when the tap, ip vidcklt ou kn.amiliauI Nith 
thip onzoinz verelofment o. ,nowlevzes emfloyeep will hare 
the conjvence to ta,e on .ktkue challenzep with oftimipms 
which in tkun fuomotep continkokp imfuorement anv helfp 
the team become moue pkccepp.klI 

Oeaveup mkpt alpo .opteu an ofen enriuonment that encoku-
azep emfloyeep to ap, 3keptionps phaue iveaps anv wou, to-
zetheu to achiere zoalpI :y .opteuinz thip tyfe o. zuowth-oui-
entev wou,flaces leaveup can cueate a ckltkue o. continkokp 
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imfuorement wheue ereuyone ip leauninzs zuowinzs anv con-
tuibktinz towauv team pkcceppI

Oeaveup phoklv .opteu ofen commknication within theiu team 
that encokuazep leauninz anv verelofment by actirely pee,-
inz .eevbac, .uom each membeu anv ac,nowlevzinz pkccepp-
ep 0“attip,es 1)119I They phoklv alpo zkive how to tac,le 
uemote wou, ippkep pkch ap time manazement ou technical 
vidckltiepI :y .ockpinz on cueatinz an enriuonment o. con-
tinkokp leauninzs leaveu anv team membeup ali,e will be betteu 
e3kiffev to hanvle the challenzep that come with riutkal 
leaveuphifI 

To pkccepp.klly leav a team uemotelys leaveup mkpt embuace 
zuowth minvpet fuacticep anv .opteu an atmopfheue o. cue-
atiritys innorations anv collabouationI Knly by voinz thip can 
leaveup enpkue theiu teamp aue wou,inz to theiu .kll fotential 
anv ueachinz theiu zoalp while wou,inz riutkallyI 

F Anchors of a Growth Mindset bor Virtual 
Leaders and Team Mem1ers

’kccepp.kl feofle hare a zuowth minvpets embuacinz Learn 
ap the .oknvation .ou zuowth anv pkcceppI The HM “ovel ip 
bapev on the fuincifle o. a zuowth minvpets anv the Learn 
comfonent o. the movel fuorivep eizht anchoup to helf feo-
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fle verelof theiu zuowth minvpetI

Thepe anchoup .ockp on leauninz .uom otheup who vipflay 
a ribuant zuowth minvpetI gn avvitions thepe invirivkalp 
vemonptuate 3kalitiep that can be avoftev by thope wiphinz to 
verelof anv ptuenzthen theiu zuowth minvpet thuokzh riutkal 
leaveuphif anv team verelofmentI

The eizht zuowth minvpet anchoup aueQ

4I Het ’kffout

1I :e 8ecipire

éI V2hibit Sonpiptency

WI ’how kfZ

6I ’maph Gezatirity

qI Ta,e Uip,p

!I Vmbuace Copitire Vneuzy

;I Ho ’low

:y verelofinz zuowth minvpet anchoups riutkal leaveup anv 
team membeup can enpkue they aue ueavy to embuace zuowth 
minvpet fuinciflep anv LearnI Thip will helf them to be moue 
pkccepp.kl in theiu uolep anv hare betteu oktcomep .ou the 
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zuowth o. theiu teampI Nith a zuowth minvpets riutkal leaveup 
anv team membeup can enpkue that zuowth offoutknitiep aue 
ma2imiAevs anv that zuowth ip acceleuatevI Thip enablep pkc-
cepp to be achierev moue pkptainably by cueatinz an enriuon-
ment o. zuowth anv verelofmentI The zuowth minvpet anv 
Learn anchoup helf riutkal leaveup anv teamp to ueach theiu 
.kll fotentialI Vach o. the eizht zuowth minvpet anchoup will 
now be e2flainevI

.2 Get Support

Knce riutkal leaveup anv team membeup hare avoftev a 
zuowth minvpet to iventi.y the apfectp o. theiu ouzaniAation 
that neev chanzes it ip eppential to zet pkffout .uom invi-
rivkalp who knveuptanv anv can helf .opteu continkokp im-
fuorementI Nith a zuowth minvpet in flaces leaveup anv team 
membeup can embuace chanze ap an offoutknity .ou zuowth 
anv pkccepp uatheu than pomethinz to be .eauev ou aroivevI 
Sontinkokp imfuorement anv a commitment to leauninz aue 
,ey to lonz-teum pkccepp in the ereu-erolrinz riutkal enriuon-
mentI

x leaveuBp minvpet ip incuevibly inDkential anv can be a fow-
eu.kl motiratou .ou otheu team membeupI Theue.oues it ip ep-
pential to iventi.y mentoups coacheps ou colleazkep who foppepp 
a riutkal zuowth minvpet that can helf zkive anv motirate 
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the team to pkcceppI :y taffinz into the e2feutipe o. thepe 
invirivkalps leaveup anv team membeup will zain the necep-
pauy p,illp anv uepokucep to become pkccepp.klI xvvitionallys 
they will be moue li,ely to ptay motiratev while wou,inz in a 
riutkal enriuonment ap pomeone ip arailable who knveuptanvp 
the challenzep beinz .acevI —inallys bkilvinz a pkffout pyptem 
o. li,e-minvev invirivkalps leaveups anv team membeup can 
verelof the p,illp anv ptuateziep they neev to pkcceev in theiu 
riutkal uolepI 

Nhen wou,inz in a riutkal enriuonments it ip eppential to phaue 
iveap with otheu leaveup anv team membeup to .kutheu bkilv 
on what hap been eptabliphevI xp pkchs they phoklv connect 
with otheup with the pame riutkal zuowth minvpetI 8oinz po 
will helf them ptay .ockpev on theiu feuponal tuaJectouiep anv 
zoalp while ta,inz avrantaze o. theiu feeupB collectire e2feui-
encepI 

—ouminz uelationphifp with leaveup anv team membeup within 
the riutkal enriuonment .opteup collabouation anv ,nowlevze 
phauinzs kltimately leavinz to zueateu pkccepp in hanvlinz the 
challenzep o. thip pettinzI 

Kreualls leaveup anv team membeup mkpt be willinz to in-
rept time in thempelrep anv theiu feeup to cueate a pkccepp.kl 
riutkal zuowth minvpet that can ta,e them .au in theiu ue-
pfectire riutkal uolepI Oeaveup anv team membeup can verelof 
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the p,illp anv ,nowlevze neevev to pkcceev in a riutkal en-
riuonment by zettinz the neceppauy pkffout .uom feeup anv 
mentoupI xvvitionallys they phoklv .oum uelationphifp with 
li,e-minvev leaveup anv team membeups which will helf .opteu 
collabouation anv zuowthI 8oinz po will enpkue leaveup anv 
team membeup hare the neceppauy uepokucep to bkilv a thuirinz 
riutkal zuowth minvpetI

B2 De 3ecisive

8ecipirenepp ip the couneuptone o. leavinz a pkccepp.kl riutkal 
teamI xp leaveup anv team membeups we mkpt be able to ma,e 
vecipionp 3kic,ly anv e5ectirely in ouveu to vuire fuozueppI Ne 
mkpt hare an ofen minvpet towauv oku iveap anv theiu fo-
tential oktcomepK thip will enpkue that oku fueriokp appkmf-
tionp ou biapep vo not holv kp bac,I xvvitionallys we mkpt 
be com.outable in ta,inz calcklatev uip,pK thip will .acilitate 
innorations azilitys anv fuozueppI 

Oeaveup mkpt alpo commknicate e5ectirely with theiu team 
membeup po ereuyone ip on the pame faze when ma,inz ve-
cipionpI Oeaveup phoklv eptabliph cleau commknication chan-
nelp between thempelrep anv theiu team membeup to kn-
veuptanv each otheuBp feupfectirep anv lipten to each otheuBp 
thokzhtp 0“attip,es 1)119I Thip will allow all pta,eholveup to 
be inrolrev uatheu than ma,inz vecipionp in a rackkmI 
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—kutheumoues leaveup mkpt enpkue that vecipion-ma,inz 
fuoceppep aue tuanpfauent anv inrolre all pta,eholveupI Thip 
will fuomote collabouations tukpts anv accokntability within 
the teamI —inallys leaveup mkpt pet cleau e2fectationp po that 
team membeup ,now what ip e2fectev o. them anv can fuo-
rive infkt conjventlyI 

:y lereuazinz a riutkal zuowth minvpets leaveup anv team 
membeup ali,e can ma,e vecipionp 3kic,ly anv e5ectirelys 
.opteuinz a ckltkue o. innorations azilitys anv fuozueppI

x2 Eyhi1it Consistenc4

To .opteu a riutkal zuowth minvpets leaveup anv team mem-
beup neev to e2hibit conpiptencyI Oeaveup phoklv pkffout the 
verelofment o. theiu team by fuorivinz zkivance anv vi-
uection on how they can fuozuepp towauv theiu zoalpI They 
mkpt uemain conpiptent in theiu e2fectationp po that theiu 
team knveuptanvp what ip e2fectev o. themI xvvitionallys the 
leaveu phoklv commknicate chanzep ou kfvatep to the team 
po ereuyone ip on the pame fazeI 

Team membeup phoklv alpo ptuire to maintain conpiptent .o-
ckp anv vevication towauv theiu wou,s eren when wou,inz 
uemotelyI Thip can be vone by pettinz feuponal zoalp anv 
obJectirep that peure ap motiratoup thuokzhokt the vay anv 
cueatinz uoktinep that helf ,eef them on tuac,I xvvitionallys 
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team membeup phoklv ta,e the initiatire to ptay in tokch with 
theiu leaveu anv .ellow colleazkep to conpiptently ptay kf to 
vate on any chanzep ou kfvatep that coklv inDkence theiu 
wou,I 

:y e2hibitinz conpiptencys riutkal leaveup anv team membeup 
can .opteu a zuowth minvpet in theiu ouzaniAation anv helf 
vuire fopitire chanze within theiu teampI They can cueate an 
enriuonment o. zuowth anv verelofment by pettinz e2fecta-
tionps fuorivinz cleau commknications anv ta,inz the initia-
tireI Thip will helf bkilv a fopitire ckltkue o. collabouation 
anv pkccepp within the ouzaniAationI

U2 Show !p5

’howinz kf ip mkch moue than beinz fuepentI gt ip abokt har-
inz a zuowth minvpets wheue one ip ofen to embuacinz new 
iveaps leauninz .uom mipta,eps anv ptuirinz .ou imfuorementI

Oeaveup anv team membeup who phow kf .ou riutkal meetinzp 
with a zuowth minvpet aue eppential in cueatinz a vynamics 
fuovkctire wou, enriuonmentI gn avvitions with technolozy 
incueapinzly becominz the fuimauy meanp o. commknications 
vemonptuatinz an ofennepp to leauninz anv imfuorinz ip ep-
pential .ou comfaniep to ptay comfetitireI 

The imfoutance o. beinz fuefauevs fuepents anv actirely 
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wou,inz in a riutkal enriuonment cannot be oreuptatevI 

  Leaders phoklv .ockp on pettinz cleau e2fectationp 
anv commknicatinz uezklauly with theiu teampI Thip 
will enpkue a cleau knveuptanvinz o. veavlinep anv 
obJectirep anv ,eef ereuyone on the pame fazeI xv-
vitionallys leaveup phoklv ,now theiu team membeupB 
wou, ptylep to bept collabouate vkuinz riutkal meet-
inzpI

  Team mem1ers phoklv come fuefauev by acceppinz 
neceppauy vockmentps ptayinz .ockpev on tap,ps anv 
beinz ofen to conptukctire .eevbac,I They phoklv 
alpo maintain an ouzaniAev wou,pface with mini-
mal ripkal viptuactionp to enpkue ma2imkm .ockpI 
Earinz cameuap anv micuofhonep on vkuinz riu-
tkal meetinzp cueatep a phauev pface that pimklatep 
the e2feuience o. beinz tozetheu in feuponI Thip al-
lowp fauticifantp to commknicate moue natkually 
anv ma,e meaninz.kl connectionp with each otheu 
eren when wou,inz uemotelyI 

:y .opteuinz an enriuonment that encokuazep actire fautic-
ifation anv enzazements that ips ”phowinz kfs( leaveup can 
helf theiu teamp ptay motiratev anv e5ectire in a riutkal pet-
tinzI Nith the uizht leaveu zkivinz the ways combinev with 
cameua-on ckltkues team membeup can hare fuovkctire con-
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reupationp anv come to polktionp moue 3kic,ly7kltimately 
leavinz to imfuorev wou,Dowp anv fuoJect oktcomepI

N2 Smash 6egativit4

8erelofinz a zuowth minvpet ip an eppential .actou in beinz 
feuponally anv fuo.eppionally pkccepp.klI ’maphinz nezatirity 
can helf .opteu the zuowth o. thip minvpetI :y uecozniAinz anv 
ue.uaminz nezatire thokzhtp anv beharioups leaveup can cueate 
a fopitire wou,inz enriuonment wheue zuowth ip encokuazevI 

—ou riutkal team membeups pmaphinz nezatirity can uepklt in 
imfuorev feu.oumanceI Ue.uaminz nezatire thokzhtp helfp 
invirivkalp betteu knveuptanv theiu own zuowth anv foten-
tialI —kutheumoues it can helf riutkal team membeup uecozniAe 
theiu own zuowth anv the zuowth o. otheup in the ouzaniAa-
tionI

R2 Take 7isks

Ta,inz uip,p ip an intezual faut o. the zuowth minvpets anv 
riutkal leaveup hare the kni3ke offoutknity to encoku-
aze uip,-ta,inz in theiu riutkal team membeupI Vncokuazinz 
uip,-ta,inz ip a way to .opteu zuowth anv cueatiritys ap well 
ap a zuowth minvpetI —ou riutkal leaveups thip meanp ta,inz 
theiu team membeup okt o. theiu com.out Aonep to e2floue new 
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iveap anv affuoachepI 

Thip coklv inrolre phauinz innoratire iveaps tuyinz vi5euent 
tap,p ou fuoJectps ou leavinz team membeup thuokzh a zuowth 
minvpet techni3ke li,e buainptouminzI gt coklv alpo allow 
team membeup to ta,e on zueateu uepfonpibility anv tuy okt 
new uolep ou appiznmentpI :y ta,inz uip,p anv tuyinz new 
thinzps riutkal team membeup can leauns zuows anv verelof 
zuowth minvpet p,illpI

W2 Em1race Positive Energ4

Vmbuacinz fopitire eneuzy ip a cukcial conceft .ou a zuowth 
minvpet anv riutkal teampI gt allowp leaveup to cueate an at-
mopfheue o. zuowth anv collabouations motiratinz riutkal 
team membeup to ueach hizheu lerelp o. e2cellenceI

gt helfp riutkal teamp to ptay connectev anv motiratev no 
matteu what the challenzep may beI gt allowp riutkal leaveup 
to cueate a ckltkue o. zuowth anv collabouation within theiu 
riutkal teamps leavinz to incueapev fuovkctiritys zueateu ed-
ciencys anv imfuorev uepkltpI Copitire eneuzy can alpo helf 
riutkal team membeup to verelof a zuowth minvpets enablinz 
them to thin, beyonv theiu ckuuent ueality anv ueach .ou 
hizheu lerelp o. e2cellenceI :y embuacinz fopitire eneuzys a 
zuowth minvpet can become a uealitys anv riutkal teamp will be 
betteu fuefauev to tac,le any challenze that comep theiu wayI 
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gn avvitions thip tyfe o. zuowth minvpet encokuazep cueatirity 
anv innorations uepkltinz in a moue pkccepp.kl riutkal teamI 
Lltimatelys embuacinz fopitire eneuzy enablep riutkal teamp 
to ta,e theiu feu.oumance to the ne2t lerelI

F2 Go Slow

Hoinz plow helfp bkilv a zuowth minvpet in riutkal leaveup 
anv team membeupI gt encokuazep ta,inz the time to knveu-
ptanv the fuoblem anv verelof ptuateziep to polre it uatheu 
than Jkmfinz to conclkpionp ou actinz imfklpirelyI Lnveu-
ptanvinz a fuoblem anv verelofinz a flan to avvuepp it ip moue 
convkcire to zuowth than ukphinz to a polktionI 

The anchou o. Hoinz ’low alpo allowp riutkal leaveup anv 
team membeup to fuactice minv.klnepp by zirinz them the 
time to ueDect on theiu zuowths ap well ap the zuowth o. otheupI 
Nith thip ,inv o. ueDections riutkal leaveup anv team membeup 
can betteu iventi.y aueap wheue zuowth ip neevev anv jnv wayp 
to .opteu zuowth thuokzhokt theiu teamI :y plowinz vown anv 
ueDectinzs leaveup anv team membeup can ckltirate a zuowth 
minvpet anv cueate an enriuonment that .opteup zuowth .ou 
ereuyoneI
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Summar4 – F Anchors of a Virtual Growth 
Mindset

8erelofinz a zuowth minvpet .ou fuoblem-polrinz riutkal 
challenzep ip intezual .ou pkccepp.kl riutkal leaveuphifI Nith 
thip in minvs leaveup phoklv ckltirate an e5ectire zuowth 
minvpet .ou fuoblem-polrinz uemote wou, ippkep within theiu 
teamI

Tailor Strategies to Virtual Team Preferences

Nhen wou,inz with riutkal teamps it ip eppential to knveuptanv 
how team membeup fue.eu to leaun anv collabouateI Thip in-
clkvep conpiveuinz invirivkal fue.euencep .ou commknication 
toolps wou,pfaces anv how they fue.eu to leaun anv commkni-
cateI —ou e2amfles pome team membeup may fue.eu meetinzps 
while otheup may fue.eu apynchuonokp .oump o. commkni-
cations pkch ap emailI xvvitionallys team membeup may hare 
vi5euent fue.euencep uezauvinz theiu wou,pfaceK pome mizht 
fue.eu a 3kiet home odce enriuonments while otheup may be 
moue fuovkctire in a phauev odce pface ou a bkpys noipy enri-
uonment li,e theiu local ca.LI :y knveuptanvinz riutkal team 
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membeupB leauninz fue.euencep anv tailouinz ptuateziep ac-
couvinzly to .opteu continkokp imfuorements zuowth minv-
pets anv leauninz azilitys riutkal teamp aue betteu e3kiffev to 
wou, tozetheu e5ectirely anv edciently to achiere theiu zoalpI

!se Team Learning Preferences to Prepare for 
a Virtual Oork Environment

Nhen riutkal teamp come tozetheu to wou, anv collabo-
uates it ip eppential to appepp the rauiokp leauninz fue.euencep 
o. the teamI Vreuyone hap vi5euent ptuenzthps abilitieps anv 
challenzep that mkpt be conpiveuevI :y knveuptanvinz each 
team membeuBp leauninz fue.euenceps riutkal teamp can ma,e 
thokzht.kl vecipionp abokt enzazinz with one anotheu in riu-
tkal enriuonmentpI 

To enpkue a thuirinz riutkal wou,inz enriuonment .ou all team 
membeups ptaut by appeppinz what wou,p bept .ou each mem-
beuI Thip coklv inclkve fue.euuev commknication methovp 
pkch ap email ou chat flat.oumps riveo con.euencinz toolp li,e 
Moom ou ’,yfes ou inteuactire riutkal whiteboauv peppionpI 
Knce leaveup anv team membeup ,now ereuyoneBp fue.euencep 
anv neevps they can cueate ptuateziep to pkffout each team 
membeu anv helf them ma2imiAe theiu wou,inz e2feuienceI 

Lnveuptanvinz the leauninz fue.euencep o. riutkal team mem-
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beup can alpo helf tailou ptuateziep .ou pkcceppI ”:uain .kel( ve-
pcuibep invirivkalpB fue.euence .ou ta,inz in in.oumation7ria 
theiu jre penpepI —ou inptances riutkal team membeup who 
fue.eu ripkal leauninz methovp coklv benejt .uom ue.euencinz 
vockmentp anv riewinz viazuamp anv fuepentationp vkuinz 
riutkal meetinzp inpteav o. uelyinz polely on reubal commk-
nicationI xp wells i. riutkal team membeup fue.eu to leaun by 
voinzs fuorivinz offoutknitiep .ou hanvp-on actiritiep can 
helf .acilitate a thuirinz team enriuonmentI Oaptlys incoufo-
uatinz enzazinz zuokf vipckppionp into meetinzp will be rital 
.ou thope who fue.eu to ta,e in in.oumation ria tal,inz anv 
lipteninzI

xvvitionallys it ip cukcial to conpiveu the challenzep that riutk-
al teamp may .ace uezauvinz leauninz fue.euencepI Thip coklv 
inclkve lanzkaze bauuieups ckltkual vi5euenceps ou eren tech-
nolozy-uelatev ippkepI :y knveuptanvinz thepe challenzep anv 
avJkptinz accouvinzlys riutkal teamp can cueate an enriuon-
ment wheue ereuyone .eelp com.outable fauticifatinz in tap,p 
anv actiritiepI 

Riutkal teamp can enpkue pkccepp.kl collabouation anv fuo-
vkctirity in riutkal pettinzp by fuefauinz .ou riutkal wou, 
enriuonmentp with a zueateu .ockp on leauninz fue.euencepI 
xp riutkal wou, becomep incueapinzly fueralents knveuptanv-
inz how bept to accommovate vi5euent leauninz fue.euencep 
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ip intezual .ou any pkccepp.kl riutkal teamI Nith thokzht.kl 
ptuateziep that pkffout all riutkal team membeups riutkal wou, 
enriuonmentp can be e5ectirely manazevs anv pkccepp.kl ue-
pkltp can be achierevI

The Denezts of Leadership bleyi1ilit4 for 
Continuous Improvement and Virtual Teams

Oeaveuphif De2ibility ip ,ey to continkokp imfuorements anv 
thip meanp leaveup mkpt avoft a zuowth minvpetI Oeaveup 
phoklv be ofen to new iveaps actirely pee, okt innoratire 
polktionps anv wou, with theiu teamp to iventi.y aueap .ou 
imfuorementI 

:y .opteuinz an enriuonment o. ofen commknications col-
labouations anv uepfects riutkal team membeup will .eel em-
foweuev to ta,e initiatire on tap,p anv fuoJectpI Oeaveup 
phoklv alpo ptuire to fuorive theiu teamp with the uepokucep 
anv pkffout they neev to ma,e meaninz.kl chanzep anv ueach 
theiu zoalpI 

Nith leaveuphif De2ibilitys ouzaniAationp can .opteu an enri-
uonment o. continkokp imfuorement anv become moue az-
iles fuovkctires anv pkccepp.kl in a conptantly chanzinz lanv-
pcafeI :y inreptinz in initiatirep pkch ap emfloyee evkcations 
tuaininz fuozuamps anv riutkal team technolozys leaveup can 
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cueate an enriuonment o. zuowth anv offoutknity .ou theiu 
teampI 

Lltimatelys with a De2ible leaveuphif ptyles riutkal teamp can 
be ktiliAev to ueach tauzetp anv veavlinep while encokuazinz 
zueateu ouzaniAational De2ibility e5ectirelyI gn thip ways riu-
tkal teamp become eppential toolp that enable ouzaniAationp to 
avaft 3kic,ly to chanzinz convitionp anv uemain comfetitire 
in tovayBp vynamic bkpinepp enriuonmentI

Thuokzh leaveuphif De2ibilitys ouzaniAationp can lereuaze riu-
tkal teamp to ueach theiu zoalp anv knloc, the .kll fotential o. 
theiu emfloyeepI Lltimatelys thip can leav to fuovkctirity anv 
tremendous pkccepp .ou the ouzaniAationI 

Leveraging the Power of Teamwork in a Vir-
tual Setting

Sueatinz a riutkal wou,pface wheue ereuyone .eelp inclkvev 
anv pa.e ip eppential .ou .opteuinz fuovkctire collabouationI 
:y uecozniAinz ckltkual vi5euencep anv invirivkal neevps av-
vueppinz micuoazzueppionps anv .ockpinz on each team mem-
beuBp Henikp Mone 0a ptate o. fea, feu.oumance in which 
feofle e2feuience veef .kljlments ap intuovkcev in the fue-
riokp chafteu9 anv the pyneuzy .uom theiu Sollectire Henikp 
Mones teamp can cueate an enriuonment o. knveuptanvinz anv 
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affueciation 0“attip,es 1)119I 

Oeaveup mkpt hare a zuowth minvpet to uecozniAe that ereuy 
membeu hap pomethinz kni3ke to contuibkte to lereuaze theiu 
invirivkal ptuenzthp while alpo lereuazinz the foweu o. team-
wou, within theiu Sollectire Henikp MoneI Thip leavp to con-
tinkokp imfuorement both invirivkally anv acuopp the entiue 
teamI 

Team membeup phoklv be encokuazev to e2fuepp theiu iveap 
anv ofinionp withokt .eau anv to buinz theiu kni3ke feu-
pfectirep to the riutkal wou,pfaceI Thip can be achierev by 
bkilvinz a ckltkue o. uepfect anv ofennepps wheue ereuyone 
.eelp welcomev anv pa.e to contuibkteI 

Oeaveup phoklv ta,e an actire uole in fuomotinz inclkpion 
acuopp riutkal teamp by cueatinz a phauev knveuptanvinz o. 
team ralkeps pettinz cleau e2fectationp auoknv riutkal eti-
3kette 0inclkvinz toficp pkch ap affuofuiate lanzkaze anv 
commknication methovp9s anv eptabliphinz mechanipmp .ou 
conDict uepolktionI 

:y embuacinz riutkal vireupitys teamp will be betteu e3kiffev 
to iventi.y aueap o. imfuorement anv kpe theiu Sollectire 
Henikp Monep ap a pokuce o. innorationI Thuokzh thepe ptefps 
riutkal teamp can cueate an enriuonment that vuirep fopitire 
uepkltps embuacep continkokp imfuorements while uecozniA-
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inz ckltkual vi5euencep anv invirivkal neevpI The .ollowinz 
aue ten ptuateziep .ou cueatinz a pa.e anv inclkpire wou,pface 
by continkokply imfuorinz ckltkual awaueneppQ

4I xc,nowlevze that ereuyone hap a vi5euent bac,-
zuoknv anv li.e e2feuienceI

1I :e awaue o. feuponal biapep anv appkmftionpI

éI “a,e an e5out to leaun abokt the ckltkuep o. 
cowou,eupI

WI Uepfect the feuponal pface o. cowou,eup anv aroiv 
inravinz theiu pface withokt feumippionI

6I xroiv ma,inz appkmftionp abokt what pomeone 
voep ou voep not ,now bapev on theiu ckltkual bac,-
zuoknvI

qI Lpe inclkpire lanzkaze when commknicatinz with 
cowou,eups aroivinz teump that may be o5enpire ou 
e2clkpionauyI

!I :e awaue o. common ckltkual pteueotyfep anv aroiv 
feufetkatinz them in the wou,flaceI

;I g. pomeone ip beinz tueatev kn.aiuly ou vipuepfect.kl-
lys pfea, kf anv ptanv kf .ou themI
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FI ’ee, okt offoutknitiep to celebuate the ckltkual vi-
reupity o. the wou,flaceI

4)I ’kffout foliciep anv initiatirep that fuomote a pa.e 
anv inclkpire wou,flace .ou all emfloyeepI

:ptimi;ing Leadership Productivit4 and 
Team Performance Ohen Oorking Virtuall4

Nou,inz in a riutkal enriuonment can be challenzinzs epfe-
cially when fuovkctirity anv .ockp aue fauamokntI Theue-
.oues leaveup mkpt knveuptanv how to ma,e the mopt o. the 
pitkation anv enpkue theiu team ip fuovkctire while wou,inz 
uemotelyI Eeue aue pome tifp on how to boopt fuovkctirity 
anv maintain .ockp while leavinz a riutkal teamQ

4I boster a Growth MindsetI Vncokuazinz team 
membeup to ptay fopitires leaun .uom mipta,eps anv 
.ockp on continkokp imfuorement will cueate an 
enriuonment o. zuowth anv fuovkctirityI Oeaveup 
phoklv .opteu an attitkve o. leauninz anv zuowth 
while fuorivinz the neceppauy uepokucep .ou pkccepp 
in a riutkal pettinzI 
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1I Prioriti;e Continuous ImprovementI Sontink-
okply appepp each team membeuBp fuozuepp anv fuo-
rive .eevbac, o.ten po ereuyone ip on tuac, with 
theiu zoalpI xvvitionallys encokuazinz uezklau con-
reupationp abokt tap,p anv obJectirep ma,ep it eapieu 
.ou leaveup to iventi.y aueap neevinz imfuorement ap 
well ap invirivkal ptuenzthp that can be lereuazev .ou 
betteu uepkltpI 

éI !tili;e Productivit4 ToolsI Oereuazinz technolo-
zy anv toolp ip eppential .ou pkccepp.kl uemote wou, 
enriuonmentpI gventi.yinz anv ma,inz kpe o. fuo-
vkctirity toolp pkch ap riveo con.euencinzs online 
chat flat.oumps fuoJect manazement pyptemps anv 
tap,-tuac,inz affp can helf ,eef ereuyone connectev 
anv wou,inz tozetheu e5ectirelyI 

WI Set Clear EypectationsI ’ettinz cleau e2fectationp 
.ou team membeup will enpkue that tap,p aue comflet-
ev in a timely manneuI Oeaveup phoklv ma,e pkue the 
team knveuptanvp theiu obJectirep anv ,nowp what ip 
e2fectev o. them to aroiv con.kpion ou velaypI 

6I Promote :pen CommunicationI Earinz ofen 
linep o. commknication between team membeup 
helfp bkilv tukpt while encokuazinz collabouation on 
fuoJectp 3kic,lyI —ue3kent chec,-inp alpo helf ,eef 
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teamp tozetheu anv fuovkctire in the riutkal enri-
uonmentI 

qI De Availa1leI Oeaveu arailability ip cuitical .ou riutkal 
teamp to pkcceev in comfletinz theiu tap,p edciently 
anv on timeI Oeaveup mkpt uemain acceppible to the 
team to fuorive zkivance anv viuections anv to helf 
uepolre conDictp 3kic,ly when neevevI 

:y .ollowinz thepe tifps leaveup can enpkue that theiu riutkal 
teamp aue able to .ockp on the tap, at hanv while cueatinz a 
fopitire wou, ckltkue convkcire to continkokp leauninz anv 
imfuorementI Nith e5ectire leaveuphifs riutkal teamp will be 
betteu e3kiffev .ou pkccepp in the riutkal wou,flaceI

6ine Practical Oa4s for Virtual Team Mem-
1ers to Improve Performance

The moveun wou,flace ip becominz incueapinzly riutkals anv 
it ip cukcial that riutkal team membeup verelof e5ectire meth-
ovp to appepp theiu wou, feu.oumance to maintain hizh fuo-
vkctirity lerelpI Eeue aue nine fuactical wayp riutkal team 
membeup can kpe to appepp theiu feu.oumance anv ma,e nec-
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eppauy imfuorementp 0“attip,es 1)1)9I 

4I Set realistic goals2 Riutkal team membeup phoklv 
pet uealiptic zoalp that .ockp on conpiptent zuowth anv 
imfuorementI Thepe zoalp phoklv be achierable yet 
challenzinz to motirate the team membeu to ptuire 
.ou pkccepp oreu timeI 

1I !se a continuous improvement mindsetI Riutkal 
team membeup phoklv avoft a continkokp imfuore-
ment attitkve when appeppinz theiu feu.oumances 
conptantly eralkatinz pkcceppep anv .ailkueps anv kp-
inz the lepponp leaunev to imfuore theiu feu.oumance 
oreu timeI 

éI 7egularl4 assess virtual tasks2 x riutkal team 
membeu phoklv eralkate theiu riutkal tap,p uezklau-
ly to enpkue they aue couuectly comfletev on times 
anv in the mopt copt-edcient manneu foppible while 
minimiAinz any fotentially coptly mipta,epI 

WI Maintain cohesive virtual teams2 x riutkal team 
membeu phoklv fay attention to how well theiu 
teammatep wou, tozetheu anv ptuire to maintain a 
healthy lerel o. collabouationI Thip will helf ma2-
imiAe the fuovkctirity o. each invirivkal anv the 
entiue teamI 
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6I Monitor virtual communication2 Riutkal team 
membeup phoklv appepp theiu commknication with 
.ellow riutkal team membeup anv enpkue it ip e5ec-
tire enokzh to achiere collectire zoalp edciently anv 
e5ectirelyI 

qI Provide timel4 virtual feed1ack2 Riutkal team 
membeup phoklv fuorive .eevbac, to each otheu uez-
klaulys helfinz iventi.y aueap .ou imfuorement anv 
bkilvinz a collectire ability to pel.-couuect tap,pI 

!I Track virtual progress2 x riutkal team mem-
beu phoklv maintain uezklau uecouvp o. theiu own 
fuozuepp to enpkue that tap,p aue comfletev on time 
anv with the mopt edcient kpe o. uepokucepI 

;I !se appropriate tools and technologies2 Riutkal 
team membeup phoklv kpe the uizht toolp anv tech-
noloziep when comfletinz theiu tap,pK thip ue3kiuep 
eralkatinz which toolp bept pkit theiu neevp to ofti-
miAe feu.oumanceI 

FI Sta4 motivated and engaged2 —inallys riutkal team 
membeup mkpt uemain motiratev anv enzazev vku-
inz all apfectp o. theiu wou,s ap thip will helf them 
ueach theiu zoalp moue edcientlyI 
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:y ktiliAinz thepe nine methovp o. riutkal pel.-imfuorements 
riutkal team membeup can e5ectirely appepp theiu wou, feu.ou-
mances iventi.y aueap .ou imfuorements anv enpkue that riu-
tkal tap,p aue comfletev in the mopt edcient manneu foppibleI 
Nith a zuowth minvpet anv a .ockp on continkokp imfuore-
ments ap well ap leauninz .uom mipta,ep anv emfloyinz af-
fuofuiate toolps team membeup can ueach theiu zoalp anv con-
piptently maintain hizh lerelp o. riutkal wou, feu.oumanceI

Conclusion

gn conclkpions a riutkal wou, enriuonment fuepentp kni3ke 
offoutknitiep to .opteu collabouations commknications anv 
leauninzI :y uecozniAinz the foweu o. riutkal collabouations 
riutkal teamp can become moue e5ectire anv pkccepp.klI 

Riutkal leaveup phoklv ptuire to cueate a continkokp im-
fuorement minvpet by encokuazinz ofen vialozke between 
team membeup anv fuorivinz an enriuonment that pkffoutp 
zuowth anv leauninzI They phoklv alpo emfhapiAe the imfou-
tance o. a continkokp imfuorement affuoach by .ockpinz on 
verelofinz ptuonz uelationphifp with team membeup anv fuo-
motinz a ckltkue o. phauev ,nowlevze amonz themI gn avvi-
tions leaveup phoklv fuorive team membeup with the uepokucep 
neevev to verelof theiu p,illp anv ,nowlevzes allowinz them 
to ueach theiu .kll fotentialI 
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Thuokzh actiritiep pkch ap riutkal meetinzp ou tuaininz pep-
pionps riutkal teamp can .kutheu verelof theiu p,illp while cue-
atinz an atmopfheue o. mktkal uepfect anv tukptI Lltimatelys 
when continkokp imfuorement ip encokuazev within a pkf-
foutire leauninz enriuonments it can leav to zueat pkccepp .ou 
the entiue teamI
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Chapter Eleven

Conclusion: 
Navigating the 
Future of Remote 
Work – 
Understanding the 
Challenges and 
Opportunities
Cristina Imre 

“I magine a world where you work from home, a cosee 
phox, a coworking pxace, netb bo a veach, or where‘er 

you wanb, and bhe only ’mupb. ip a pbavle inberneb connecbion2 
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Nhab would ib feel like bo know bhip ip your fubure( 0Imre, 
418)?F

Di‘e yearp ago, I wrobe bhepe wordp, which now peem almopb 
archaic2 ”hangep ha‘e veen raxid, and bhe ”KRI-98q xan9
demic only accelerabed bhe widepxread adoxbion of remobe 
working2 Ib hap bhe xobenbial bo ve a liverabing force, gi‘ing 
xeoxle accepp bo oxxorbunibiep bhey may ha‘e obherwipe veen 
denied2 

Nhen dipcriminabory bendenciep are remo‘ed from bhe ezua9
bion, remobe work can vecome an incredivly xowerful ezual9
iMing force2 Ib hap bhe xobenbial bo oxen ux oxxorbunibiep for 
xeoxle who may obherwipe ha‘e veen denied accepp bo bhem2 

joreo‘er, bhe remobe work economy ip vecoming increap9
ingly abbracbi‘e bo emxloyerp2 Gob only doep ib pa‘e money in 
o‘erhead copbp, vub ib alpo xro‘idep accepp bo a much larger 
xool of xobenbial emxloyeep, gi‘ing bhem a greaber chance 
bo 5nd bhe mopb puibavle candidabe for bhe Bov2 Lp pomeone 
who.p veen working remobely for yearp, I can abbepb bo bhe 
counblepp vene5bp of remobe work, from copb pa‘ingp bo im9
xro‘ed xroducbi‘iby and 6etiviliby2 

Nhen bhe ”KRI-98q xandemic hib, remobe work vecame 
more imxorbanb bhan e‘er vefore2 Ib enavled vupineppep bo 
conbinue bheir oxerabionp while keexing bheir emxloyeep pafe 
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and healbhy2 Kf courpe, bhe xandemic alpo highlighbed pome 
of bhe downpidep of remobe work, puch ap increaped lonelinepp 
and pocial ipolabion2 Eowe‘er, comxaniep bhab pucceppfully 
inbegrabed remobe work wibh bheir emxloyeep paw imxro‘e9
menbp in morale and Bov pabipfacbion2

Dor etamxle, -a‘e 0nob hip real name?, an emxloyee ab one of 
bhe comxaniep where I worked ap a fracbional etecubi‘e, wap 
avle bo na‘igabe bhe challenging bimep of bhe xandemic bhankp 
bo bhe comxany.p remobe work xoliciep2 Hhab wap, in facb, my 
main role, bo enavle bheir branpibion in no bime2 -a‘e wap a 
vib lopb ab bhe veginning, uped bo commubing and peeing hip 
colleaguep, and nob boo good ab pelf9accounbaviliby2 

:ecaupe we focuped on bhe indi‘idual ap much ap on bhe new 
xoliciep and culbure, nob only did he ha‘e more bime bo pxend 
wibh hip family, vub he wap alpo avle bo work more eJcienbly 
wibhoub bhe dipbracbionp of bhe oJce2 Eip comxany xro‘ided 
him wibh bhe neceppary repourcep bo make bhe branpibion bo re9
mobe work ap pmoobh ap xoppivle, which helxed him mainbain 
hip xroducbi‘iby and well9veing2

Lp we mo‘e forward, ib.p imxorbanb bo underpband bhe currenb 
landpcaxe of remobe work, bhe challengep ib xrepenbp, and bhe 
oxxorbunibiep ib oserp2 Nhile remobe work may nob ve ideal 
for e‘eryone, ib can ve a game9changer for vupineppep and 
emxloyeep alike, xro‘iding bhe freedom and 6etiviliby bo work 
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whene‘er and from where‘er bhey wanb2

In bhip chaxber, we.ll di‘e deex inbo bhe world of remobe work 
and etxlore ibp currenb pbabe2 Ne.ll etamine bhe currenb chal9
lengep ib xrepenbp2 Ne.ll alpo etxlore bhe xobenbial oxxorbu9
nibiep remobe work oserp, from reduced urvan congepbion bo 
increaped economic oxxorbunibiep for workerp in rural areap2

Uemobe work hap bhe xobenbial bo imxacb many apxecbp of 
pocieby, from branpxorbabion and urvan xlanning, bo bhe Bov 
markeb and comxany culbure2 In bhip chaxber, we.ll etamine 
how remobe work can lead bo a reducbion in carvon emippionp 
and braJc congepbion vy reducing bhe need for daily com9
mubing2 Ne.ll alpo etxlore bhe economic vene5bp bhab remobe 
work can oser, puch ap xro‘iding Bovp and oxxorbunibiep bo 
xeoxle who mighb nob ha‘e accepp bo bhem obherwipe2

:ub we can.b ignore bhe challengep bhab come wibh remobe 
work, puch ap mainbaining communicabion and collavora9
bion, enpuring daba pecuriby, and addrepping bhe xobenbial for 
pocial ipolabion2 Hhepe challengep rezuire careful conpidera9
bion and xlanning vy emxloyerp, emxloyeep, and xolicymak9
erp2

Hhroughoub bhip chaxber, we.ll dipcupp bhe role bhab each of 
bhepe grouxp xlayp in enpuring bhe puccepp of remobe work2 
Ne.ll etxlore how emxloyerp can creabe a remobe work culbure 
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bhab fopberp collavorabion and creabi‘iby, how emxloyeep can 
mainbain bheir well9veing and xroducbi‘iby while working re9
mobely, and how xolicymakerp can creabe puxxorbi‘e xoliciep 
and infrapbrucbure bo enpure remobe work ip acceppivle bo all2 
Nibh bhe righb axxroach, remobe work can vecome a pupbain9
avle and vene5cial model for bhe fubure of work2

Hhe concexb of remobe work hap veen around for decadep, 
vub ib hap gained widepxread accexbance and adoxbion only 
in recenb yearp2 Hhe ”KRI-98q xandemic furbher accelerabed 
bhe phifb boward remobe work, ap comxaniep had bo zuickly 
adaxb bheir oxerabionp bo a remobe workforce2

Hracing bhe e‘olubion of ‘irbual work, bhe early dayp of bhe 
inberneb paw bhe de‘eloxmenb of online communicabion boolp 
puch ap email and inpbanb meppaging, allowing remobe beamp 
bo communicabe and collavorabe more esecbi‘ely2 Nibh bhe 
ad‘ancemenb of bechnology, ‘irbual work hap vecome e‘en 
more acceppivle wibh bhe upe of ‘ideo conferencing, cloud 
comxubing, and collavorabion boolp2 Ln abbracbi‘e vene5b for 
comxaniep ip bhab now bhey can bax inbo a wider xool of balenb2

Hoday, remobe work pbandp ap a ‘iavle long9berm oxbion 
for vupineppep and emxloyeep2 Eowe‘er, remobe work ip nob 
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wibhoub ibp challengep2 jainbaining communicabion and col9
lavorabion can ve diJculb, and ib can ve challenging bo main9
bain a comxany culbure when e‘eryone ip working remobely2 

A Current Limitation That AcestR Wemote 
korNerR

Hhe lack of xroxer pypbemp for ‘irbual work ip a challenge bhab 
many remobe workerp, including mypelf, ha‘e etxerienced for 
yearp2 OinkedIn, for etamxle, pbreppep bhe imxorbance of lipbing 
a xhypical locabion for a good xro5le2 Hhip limibabion repulbp 
in mipped oxxorbunibiep, lower9xaying Bovp, and xoor pearch 
axxearancep for workerp in bhe regionp bhey wiph bo work2 
Lddibionally, workerp are unavle bo lipb mulbixle locabionp or 
indicabe bhey work remobely, etcexb wibhin bhe work pecbion2 

Hhe pame goep for one of bhe viggepb freelancing Bov wevpibep, 
Axwork2 Norkerp are pbill forced bo phow bheir xhypical loca9
bion, and you ha‘e no way bo know if bhope workerp ha‘e pome 
or all of bheir clienbp in a diserenb locabion2 Hhip raipep a ‘ery 
inberepbing zuepbionZ locabion or etxerienceF

vagilatinl the ChaffenleR od Wemote korN

Uemobe work comep wibh a unizue peb of challengep and ov9
pbaclep bhab need bo ve addrepped bo enpure ibp puccepp2 Vm9
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xloyeep and emxloyerp alike need bo ha‘e bhe righb boolp and 
repourcep ab bheir dipxopal2 Ib.p eppenbial bhab emxloyerp ep9
bavliph xrobocolp bo xrobecb daba pecuriby and xri‘acy while 
enpuring bhab emxloyeep ha‘e bhe bechnology and ezuixmenb 
neceppary bo work xroducbi‘ely and esecbi‘ely2

jainbaining emxloyee engagemenb and bracking xroducbi‘i9
by and xerformance can ve challenging in a ‘irbual pebbing, vub 
emxloyerp can bake pbexp bo addrepp bhepe ippuep2 Hhey phould 
enpure bheir communicabion pypbemp are reliavle and ux bo 
dabe and bhab emxloyeep ha‘e accepp bo bhe repourcep and boolp 
bhey need bo ve xroducbi‘e when working from home2

Cro‘iding puxxorb and guidance bo emxloyeep ip alpo key 
bo making remobe work pucceppful2 Vmxloyerp phould creabe 
clear xoliciep and xrocedurep for dealing wibh any ippuep bhab 
may aripe, and bhey phould gi‘e emxloyeep bhe boolp and re9
pourcep bhey need bo brack bheir xerformance and meapure 
bheir xroducbi‘iby2 :y doing po, emxloyerp can helx bheir re9
mobe workerp bhri‘e and feel puxxorbed in bheir work2

I underpband bhe xoinbp raiped vy &apon ”alacanip and :rad 
Terpbner 0414;? regarding bhe imxorbance of ha‘ing oJcep 
where xeoxle can ve in bhe pame room2 Kn bhe obher hand, 
bhere ip a unizue ad‘anbage bhab can ve le‘eraged vy nabi‘e 
remobe comxaniep, which can organiMe annual gabheringp and 
obher e‘enbp bo vring beamp bogebher more frezuenbly2 Ib.p alpo 
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a mabber of byxology, ap diserenb oxbionp work for diserenb 
indi‘idualp2 Dor inpbance, I ha‘e veen working remobely for 
o‘er ben yearp, and during bhip bime I ha‘e gained 5rpbhand 
etxerience of bhe high le‘el of dedicabion and xroducbi‘iby I 
vring bo my clienbp2 Nhile I acknowledge bhab bhere are cerbain 
ad‘anbagep bo in9xerpon inberacbionp, bhe freedom bhab remobe 
work asordp me vringp avoub increaped haxxinepp, pharxnepp, 
and creabi‘iby2 I mupb remain conpbanbly aware of e‘erybhing 
haxxening in my purroundingp, and if I were bo ha‘e e‘eryone 
pibuabed in bhe pame oJce, I fear bhab I mighb lope pome of 
bhab comxebibi‘e edge2 Kn bhe obher hand, I.m ‘ery inde9
xendenb and aubonomoup, and pomeone who doepn.b need 
micromanagemenb2 Hhab.p nob bhe cape for all workerp2 

Durbhermore, ib ip ‘ibal bo pbrepp bhe pigni5cance of pelecbing 
indi‘idualp who are a good 5b for remobe work2 Hhip ap9
xecb holdp greab imxorbance2 Yimilarly, I ad‘ipe founderp bo 
hire indi‘idualp who already xoppepp bhe depired xerponaliby, 
characber, and abbibude, rabher bhan abbemxbing bo brain bhepe 
zualibiep2 Nhile pkillp can ve baughb, and ‘arioup apxecbp can 
ve imxro‘ed, ib ip more challenging bo change one.p characber2 
If you come acropp pomeone who conpbanbly rezuirep micro9
managemenb or lackp reliaviliby when working indexendenb9
ly, ib would ve vepb nob bo hire bhem for remobe xopibionp2 
Hherefore, pxeci5c braibp are xarbicularly well9puibed for a re9
mobe pebbing, in addibion bo bhe eppenbial hard pkillp2
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Communisation anb CoffaEoration

-ue bo bhe lack of face9bo9face inberacbion, communica9
bion and collavorabion are diJculb mippionp bo addrepp when 
working remobely, vub are eppenbial for pucceppful remobe 
work2 Ho apcerbain bhab communicabion ip esecbi‘e and eJ9
cienb, emxloyerp phould enpure bheir communicabion pypbemp 
are ux bo dabe and reliavle2 Lddibionally, bhey phould upe a ‘a9
rieby of communicabion mebhodp, puch ap ‘ideo conferencing, 
inpbanb meppaging, and email, bo enpure emxloyeep are avle bo 
communicabe and collavorabe esecbi‘ely2 

Vsecbi‘e communicabion ip crucial for remobe beamp bo work 
bogebher peamlepply2 In facb, ib can make or vreak a comxany.p 
puccepp2 

Rideo conferencing nob only enavlep face9bo9face con‘erpa9
bionp, vub alpo fopberp a penpe of communiby among remobe 
workerp2 Inpbanb meppaging ip greab for zuickly reaching oub 
bo beam memverp for a decipion or zuick clari5cabion, while 
email ip ideal for keexing a record of imxorbanb con‘erpabionp 
and bapkp2

Ho enpure bhab e‘eryone ip on bhe pame xage, emxloyerp phould 
encourage bhe upe of collavorabion boolp puch ap Hrello2 Hhepe 
boolp enavle bracking of bapkp and dipcuppionp, enpuring bhab 
e‘eryone ip fully informed of bheir repxonpivilibiep2 Ib.p alpo 
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crucial for emxloyerp bo xro‘ide accepp bo reliavle ‘ideo con9
ferencing pofbware and xro‘ide guidelinep on how bo upe ib 
esecbi‘ely 0Hrello, 414;?2

In addibion, pcheduling regular check9inp and beam meeb9
ingp can go a long way in keexing remobe workerp feeling 
connecbed and engaged2 Nhen emxloyeep feel connecbed and 
puxxorbed, bhey are more likely bo pbay mobi‘abed and work 
collavorabi‘ely boward a phared goal2

pmyfoPee pnlalement

In a remobe pebbing, keexing emxloyeep engaged and mobi‘ab9
ed can ve a challenge, vub ib.p avpolubely crucial for a puccepp9
ful remobe work en‘ironmenb2 Vmxloyerp need bo make pure 
bheir emxloyeep feel puxxorbed and ‘alued and ha‘e bhe boolp 
and repourcep bo pbay connecbed and engaged2

Hwo comxaniep bhab etcel in bhip area are /oom and ji9
cropofb2 /oom emxloyeep are regularly apked for feedvack and 
puggepbionp, and bhey.re xro‘ided wibh ‘irbual beam9vuilding 
acbi‘ibiep bo helx bhem pbay connecbed and engaged2 /oom 
alpo oserp a ‘arieby of collavorabion boolp bo helx emxloyeep 
pbay connecbed and xroducbi‘e2 Lb jicropofb, emxloyeep are 
encouraged bo xarbicixabe in weekly ‘irbual meebingp where 
bhey can phare ideap and collavorabe wibh each obher2
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”reabing oxxorbunibiep for emxloyeep bo connecb and col9
lavorabe ip eppenbial2 Hhip can ve achie‘ed bhrough regular 
check9inp, beam9vuilding acbi‘ibiep, online ‘ideo conferenc9
ing, phared xroBecb managemenb xlabformp, and obher formp 
of pocial inberacbion2 Nibh a xopibi‘e and engaging work en9
‘ironmenb, emxloyeep will feel more connecbed bo bheir work 
and bhe beam, which leadp bo increaped xroducbi‘iby and Bov 
pabipfacbion2

DrobustigitP anb Derdormanse

Hracking xroducbi‘iby and xerformance can ve diJculb when 
working remobely, vub ib ip eppenbial for enpuring bhe puccepp 
of remobe work2 Vmxloyerp phould xro‘ide emxloyeep wibh 
bhe boolp and repourcep bhey need bo brack bheir xerformance 
and meapure bheir xroducbi‘iby and phould creabe clear xoli9
ciep and xrocedurep for dealing wibh any xerformance9relabed 
ippuep bhab may aripe2

Dor etamxle, ab Lxxle, emxloyeep are xro‘ided wibh xerfor9
mance9bracking boolp, puch ap weekly xerformance re‘iewp 
and monbhly goal9pebbing peppionp2 Hhey are gi‘en real9bime 
feedvack and recognibion, ap well ap accepp bo online repourcep 
bo helx bhem ve pucceppful2 Lddibionally, managerp are en9
couraged bo upe ‘ideo conferencing and ‘irbual communica9
bion boolp bo pbay connecbed wibh bheir beam2
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Lb Dacevook, emxloyeep are xro‘ided wibh accepp bo online 
courpep and menborp who can xro‘ide guidance and puxxorb2 
Hhe comxany alpo xro‘idep collavorabion boolp, puch ap bapk 
managemenb and xroBecb managemenb pofbware, bo helx em9
xloyeep pbay xroducbi‘e and connecbed2 Hhey alpo ha‘e a pyp9
bem in xlace bo recogniMe and reward etemxlary xerformance2 

K‘erall, bracking emxloyee xerformance and xroducbi‘iby ip 
eppenbial for a pucceppful remobe work en‘ironmenb, and em9
xloyerp phould make pure bheir emxloyeep ha‘e bhe boolp and 
repourcep bhey need bo pucceed2

Sata IesuritP anb DrigasP

-aba pecuriby and xri‘acy are of bhe ubmopb imxorbance when 
working remobely, and emxloyerp mupb enpure bhab bhe nec9
eppary xrobocolp and xrocedurep are in xlace bo keex emxloyee 
daba pafe and pecure2 

Dor etamxle, ab Lubomabbic 04141?, bhe comxany vehind 
NordCrepp, all daba ip encryxbed, and ad‘anced pecuriby mea9
purep are in xlace bo xrobecb emxloyee informabion2 Hhip in9
cludep bhe upe of bwo9facbor aubhenbicabion for all penpibi‘e 
daba, regular pecuriby pypbem uxdabep, and braining for em9
xloyeep on xroxer pecuriby xrobocolp2 Lddibionally, bhe com9
xany alpo oserp ad‘anced encryxbion bechnology, puch ap 
Hranpxorb Oayer Yecuriby 0HOY?, bo furbher xrobecb ibp daba2 
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Hhepe meapurep helx bo enpure bhab emxloyee daba ip kexb pafe 
and pecure2

pmyfoPee Iuyyort

Vmxloyee puxxorb ip eppenbial for bhe puccepp of remobe work, 
and emxloyerp phould enpure bheir emxloyeep ha‘e accepp bo 
bhe repourcep and puxxorb bhey need bo ve pucceppful2 Dor et9
amxle, ab :user, emxloyeep are xro‘ided wibh accepp bo men9
bal healbh repourcep, along wibh generoup ‘acabion xoliciep and 
pavvabicalp for menbal and xhypical healbh 0:user, 4144?2

Lddibionally, emxloyerp phould xro‘ide emxloyeep wibh ac9
cepp bo career de‘eloxmenb repourcep, puch ap online courpep 
and menborphixp, and phould creabe xoliciep bhab allow 6et9
iviliby, underpbanding, and puxxorb in bheir rolep2 Hhip can 
include e‘erybhing from 6etivle work hourp and remobe work 
allowancep bo Bov pharing and bhe aviliby bo work from mul9
bixle locabionp2 

Lb :apecamx, emxloyeep are gi‘en bhe 6etiviliby bo work when 
and where bhey wanb and are xro‘ided wibh accepp bo online 
courpep and menborphixp, ap well ap xerponal bime and ‘a9
cabion dayp bo bake care of bheir menbal and xhypical healbh 
0:apecamx, 4141?2
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TeshnofolP anb ToofR

Hechnology ip eppenbial for remobe work bo ve pucceppful, and 
emxloyerp mupb enpure bheir emxloyeep ha‘e accepp bo bhe 
axxroxriabe boolp and repourcep bhey need bo do bheir Bov2 

Lb /axier, emxloyeep are xro‘ided wibh accepp bo bhe labepb 
bechnological boolp, puch ap cloud pborage and collavorabion 
pofbware, bo helx enpure bhab bhey can work esecbi‘ely and 
eJcienbly 0/axier, 4141v?2 Lddibionally, emxloyerp phould 
make pure bhab bheir emxloyeep ha‘e bhe neceppary repourcep 
and puxxorb bo upe bhe bechnology and boolp, including brain9
ing and buborialp2 

Hrello, ap anobher etamxle, xro‘idep emxloyeep wibh buborialp 
and braining maberialp, ap well ap accepp bo bechnical puxxorb, 
bo helx enpure bhab bhey can make bhe mopb of bhe bechnology 
and boolp a‘ailavle bo bhem 0Hrello, 4141?2

Dinally, emxloyerp phould creabe xoliciep bhab xro‘ide em9
xloyeep wibh 6etiviliby and puxxorb in bheir rolep, puch ap Bov 
pharing and bhe aviliby bo work from mulbixle locabionp2

Ho enpure bhe puccepp of remobe work, ib ip eppenbial bhab em9
xloyerp and emxloyeep are aware of bhepe challengep and bake 
pbexp bo addrepp bhem2 Lp bhe adage goep, “If you don.b xrexare 
for bhe pborm, you can.b enBoy bhe rainvow2( Nibh bhe righb 
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xrexarabion, remobe work can ve a pucceppful and enBoyavle 
etxerience for vobh emxloyerp and emxloyeep2

Uemobe work can ve a pucceppful model, vub ib rezuirep care9
ful xlanning and imxlemenbabion2 ”omxaniep bhab wanb bo 
imxlemenb remobe work phould in‘ol‘e all pbakeholderp, xro9
‘ide emxloyeep wibh bhe neceppary repourcep and puxxorb, and 
clearly communicabe bhe reaponp for bhe change2

Hhe phifb bo remobe work hap bhe xobenbial bo re‘olubioniMe 
bhe way we work in a ‘arieby of wayp2 Gob only can ib make 
ib eapier for emxloyerp bo 5ll xopibionp and accepp balenb from 
around bhe world, vub ib can alpo ha‘e a xopibi‘e imxacb on 
urvan xlanning and branpxorbabion, bhe gloval economy and 
Bov markeb, comxany culbure and emxloyee well9veing, and 
pocieby2 Vach will ve dipcupped velow2

The Umyast od Wemote korN on -rEan DfanG
ninl anb TranRyortation

:y reducing bhe need for xhypical oJce pxace, remobe work 
can decreape bhe demand for new vuildingp and infrapbruc9
bure2 Hhip can lead bo a reducbion in braJc congepbion and 
xollubion, ap well ap an increape in green pxacep2 Lddibionally, 
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ib can lead bo decongepbion in xuvlic branpxorbabion, making 
ib eapier and more con‘enienb for xeoxle bo geb around2 

Dor etamxle, :user, an all9remobe comxany, hap veen avle bo 
pa‘e money and repourcep bhab can ve uped for obher xurxopep, 
like generouply comxenpabing emxloyeep2 Imagine cibiep wibh 
xleapanb branpxorbabion roubep, lepp xollubion and noipe, and 
more room for xarkp and green areap2 

The Umyast od Wemote korN on the JfoEaf 
psonomP anb MoE BarNet

Lp bhe era of remobe work emergep, an awe9inpxiring branpfor9
mabion unfoldp, re‘ealing a world of voundlepp oxxorbunibiep 
for bhope repiding in ipolabed or rural areap2 Hhepe indi‘idualp, 
ofben de‘oid of bhe pame emxloymenb ad‘anbagep enBoyed vy 
bheir urvan counberxarbp, now ha‘e a chance bo 5nd bhem9
pel‘ep on ezual foobing2 Hhe newfound aviliby bo work from 
any corner of bhe glove pebp bhe pbage for an inpxiring phifb2 

Nage dipxaribiep vebween regionp, and unezual breabmenb, can 
ve pigni5canbly reduced and balenbp recogniMed2 :y baxxing 
inbo an etxanpi‘e and di‘erpe balenb xool, organiMabionp can 
unlock bhe full xobenbial of a gloval workforce, branpcending 
geograxhical voundariep and xa‘ing bhe way for a more ezui9
bavle fubure2 I mupb pay, bhip ip ‘ery inpxiring and apxirabional 
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for anyone who wanbp bo conbrivube bo a collecbi‘e vebber 
fubure2

Dor etamxle, :apecamx, an all9remobe comxany, wap avle bo 
accepp a larger and more di‘erpe xool of balenb from around 
bhe world2 Hhip allowed bhem bo 5ll xopibionp zuickly and 
eapily, and bo creabe a beam of highly pkilled and mobi‘abed 
indi‘idualp2 :apecamx wap among bhe 5rpb onep bo vene5b 
from bhe fruibp of a remobe pebbing2 :apecamx founderp &apon 
Dried and -a‘id Eeinemeier Eanppon depcrived in dexbh bhe 
ad‘anbagep of remobe working in bheir vook Remote: Office 
Not Required2 Hhe vook debailp and oublinep bhe pbrabegiep 
uped vy bhe founderp bo de‘elox a pucceppful remobe working 
culbure 0:apecamx, 4141?2

The Umyast od Wemote korN on ComyanP 
Cufture anb pmyfoPee keffGEeinl

Uemobe work can alpo ha‘e a xopibi‘e imxacb on comxany 
culbure2 :y vreaking down bradibional hierarchiep and en9
avling emxloyeep bo work more collavorabi‘ely, ib can lead bo 
increaped creabi‘iby and inno‘abion2 Ib can alpo helx bo creabe 
a more inclupi‘e culbure, ap bhere ip lepp emxhapip on xhyp9
ical xrepence and more focup on bhe zualiby of work veing 
xroduced2 Hhip ‘iew comep from :user 0418q?, in an arbicle 
dipcupping bhe vene5bp of remobe work and how ib can imxacb 
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comxany culbure, xroducbi‘iby, and more2

/axier 04141a?, anobher all9remobe comxany, managed bo cre9
abe a culbure of collavorabion and oxennepp, enavling emxloy9
eep bo work bogebher more esecbi‘ely2 Hhip hap repulbed in an 
increape in creabi‘iby and inno‘abion2

Ti‘en bhe demandp of modern life, ib.p no purxripe bhab com9
mubing can ve a pigni5canb pource of pbrepp for many of up2 
Hherefore, bhe phifb bo remobe work can alpo ha‘e a xopibi‘e 
imxacb on emxloyee well9veing2 Uemobe work oserp an ab9
bracbi‘e polubion vy eliminabing bhe daily commube and gi‘ing 
emxloyeep bhe freedom bo work from anywhere bhey choope2 
Hhip newfound 6etiviliby nob only pa‘ep xrecioup bime and 
cubp copbp vub alpo holdp bhe xobenbial bo alle‘iabe pbrepp2 Yci9
enbi5c repearch hap phown bhab reduced commubing and in9
creaped aubonomy correlabe wibh lower le‘elp of corbipol, bhe 
pbrepp hormone2 In phorb, ib.p one of bhope peemingly pmall 
yeb xrofoundly imxacbful ad‘anbagep bhab can pigni5canbly 
enhance our o‘erall well9veing and zualiby of life 0”hida Q 
Ybexboe, 411)% VbMion eb al2, 8qq)?2

Lubomabbic hap enavled emxloyeep bo work from anywhere 
0:erkun, 418;?, gi‘ing bhem bhe freedom bo mo‘e around 
and etxerience new xlacep 0Lubomabbic, 418q?2 Hhip hap had 
a xopibi‘e imxacb on emxloyee morale and well9veing and hap 
enavled bhe comxany bo abbracb and rebain box balenb2 
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The Umyast od Wemote korN on IosietP

Albimabely, bhe branpformabi‘e in6uence of remobe work et9
bendp far veyond indi‘idual etxeriencep, holding bhe xobenbial 
bo phaxe pocieby ab ibp core2 Ib vreabhep life inbo a new era 
where xoppivilibiep avound, nurburing a di‘erpe and inclupi‘e 
workforce bhab vreakp down varrierp of inezualiby2 Vmvracing 
bhip xaradigm phifb can ignibe a capcade of xopibi‘e oubcomep 
bhab reponabe deexly wibhin our collecbi‘e etipbence2 

L dynamic polubion emergep where bechnology and human 
xobenbial bogebher xainb a ‘i‘id xorbraib of a pocieby where 
ezual oxxorbunibiep 6ouriph2 Hhip ‘ipion xroxelp up boward 
a fubure where phared xropxeriby ip nob Bupb a dream vub a 
bhrilling realiby we can all emvrace, and phared xropxeriby 
vecomep a li‘ing, vreabhing realiby2 I would pay bhab bhip ip 
pomebhing bo apxire bo2 

Lp we mo‘e forward inbo bhe fubure, ib ip eppenbial bhab we 
recogniMe bhe xobenbial of remobe work and bhe numeroup 
oxxorbunibiep ib xrepenbp2 If we are avle bo emvrace bhe chal9
lengep and oxxorbunibiep, we can creabe a world in which 
xeoxle are free bo work from anywhere, accepping a wider 
xool of balenb and reducing inezualiby, unemxloymenb, and 
xollubion2 

Ne can creabe a world in which xeoxle can accepp bhe pame 
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emxloymenb oxxorbunibiep, no mabber where bhey li‘e, and in 
which comxaniep are avle bo accepp a more di‘erpe and inclu9
pi‘e workforce2 Nibh bhe righb boolp, puxxorb, and xoliciep in 
xlace, we can make bhip imaginary world a realiby2

-nberRtanbinl the .enejtR od .einl a WeG
mote ComyanP

Oeb.p conpider bhe vene5bp we can all enBoy from remobe workZ

82 UnsreaReb yrobustigitPF Uemobe work allowp em9
xloyeep bo creabe bheir own pchedule and work en9
‘ironmenb, which can lead bo increaped focup and 
xroducbi‘iby2

42 CoRt RaginlRF Uemobe work eliminabep bhe need for 
a xhypical oJce pxace, which can lead bo pigni5canb 
copb pa‘ingp for a comxany2

;2 AsseRR to a lfoEaf tafent yoofF :y allowing em9
xloyeep bo work remobely, a comxany can abbracb box 
balenb from around bhe world, regardlepp of bheir lo9
cabion2
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W2 UnsreaReb xoE RatiRdastionF Uemobe work allowp 
emxloyeep bo ha‘e a vebber work9life valance, which 
can lead bo increaped Bov pabipfacbion2

72 wfeViEifitPF Uemobe work oserp 6etiviliby for em9
xloyeep, allowing bhem bo bake care of xerponal re9
pxonpivilibiep while pbill veing avle bo work2

32 pmyfoPee retentionF Uemobe work can helx rebain 
emxloyeep who may obherwipe ha‘e bo relocabe or 
zuib due bo xerponal or family circumpbancep2

S2 UnsreaReb soffaEoration anb sommunisationF 
Nibh bhe upe of ‘irbual communicabion and collav9
orabion boolp, remobe beamp can pbill pbay connecbed 
and engaged, fopbering a penpe of communiby2

)2 pngironmentaf EenejtRF Uemobe work alpo hap 
en‘ironmenbal vene5bp, ap ib reducep bhe need for 
emxloyeep bo commube, which can lead bo reduced 
carvon emippionp2

q2 SigerRijeb (orNdorseF Uemobe work allowp com9
xaniep bo ha‘e a more di‘erpi5ed workforce vy nob 
limibing bhempel‘ep bo a pxeci5c locabion2 Hhip can 
lead bo a more inclupi‘e and ‘aried xerpxecbi‘e in bhe 
comxany2
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The IusseRR od Wemote korN

Ho enpure bhe puccepp of remobe work, emxloyerp mupb xro9
‘ide emxloyeep wibh bhe repourcep, boolp, and infrapbrucbure bo 
do bheir Bov from home2  eb, many new arri‘alp in bhe remobe 
pxace forgeb bhe vapic needp of bheir emxloyeep2 

Imagine bhipZ a remobe worker on bhe obher pide of bhe world, 
ezuixxed wibh an old, craph9xrone laxbox2 Yadly, pome remobe 
workerp endure puch incon‘eniencep, unwilling bo BeoxardiMe 
bheir emxloymenb2 Eowe‘er, unknown bo many, bhip pilenb 
pbruggle pbealp xrecioup bime and fopberp a mounbing penpe of 
pbrepp2

I would argue bhab during bhe 5rpb pbexp wibh an emxloyee 
during onvoarding, you phould check japlow.p xyramid and 
pee whebher your emxloyee hap bhe neceppary elemenbp bo ve 
pucceppful, including a xroxer pxace, axxroxriabe lighbing, a 
good dieb, xlanbp, and pome le‘el of 5bnepp2 Lll are abbrivubep 
bhab need addrepping if you wanb a xroducbi‘e, healbhy, haxxy, 
and loyal emxloyee2 

In pome counbriep, bhip informabion may ve xrobecbed% bhe 
underlying meppage here ip bo fopber a comxrehenpi‘e under9
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pbanding of your emxloyeep, conpidering bheir unizue needp 
and circumpbancep2 Hhere ip no one9piMe95bp9all polubion, vub 
emvracing a xerponaliMed axxroach and demonpbrabing em9
xabhy will alwayp yield remarkavle repulbp2 :y mainbaining 
our humaniby and etbending a caring bouch, we can forge 
meaningful connecbionp and creabe an en‘ironmenb where 
e‘eryone can bhri‘e2

Coliciep and xrocedurep phould ve in xlace bo handle any ippuep 
bhab may aripe, and emxloyerp mupb ve willing bo commib bo 
bhe puccepp of remobe work bo make ib a realiby2 Vmxloyeep 
mupb alpo ve willing bo adaxb bo bhe new en‘ironmenb, em9
vracing bhe oxxorbunibiep and challengep of working remobe9
ly2 Ln inibial oxen, branpxarenb dipcuppion avoub all apxecbp 
and commibmenbp ip in‘aluavle2 Peex in mind bhab in a re9
mobe pebbing, o‘ercommunicabion ip bhe norm and ip ad‘iped 
bo a‘oid errorp and mipunderpbandingp2 

Dinally, xolicymakerp mupb creabe lawp and regulabionp bhab 
puxxorb bhe growbh and pupbainaviliby of remobe work, en9
avling emxloyerp and emxloyeep bo reax ibp vene5bp2 Kne et9
amxle of bhip hap veen peen in bhe Anibed Ybabep, wibh bhe 
inbroducbion of bhe Helework Vnhancemenb Lcb 04181?, al9
lowing go‘ernmenb emxloyeep bo work from home2
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Current anb wuture TeshnofolieR anb ToofR 
dor Wemote korN

Ib.p diJculb bo xredicb etacbly whab new bechnologiep will 
emerge in bhe fubure, vub pe‘eral areap of inno‘abion ha‘e bhe 
xobenbial bo re‘olubioniMe bhe way we work remobely2 Eere 
are pome bechnologiep bhab are currenbly branpforming remobe 
work and ha‘e bhe xobenbial bo re‘olubioniMe ib furbher, in9
cluding bheir ripkpZ

82 )ibeo sonderensinlF Rideo conferencing bechnol9
ogy hap vecome an eppenbial bool for remobe work9
erp bo communicabe and collavorabe wibh bheir col9
leaguep and clienbp2 Eowe‘er, etceppi‘e reliance on 
‘ideo conferencing can lead bo feelingp of fabigue and 
vurnoub due bo conpbanb pcreen bime and limibed 
face9bo9face inberacbionp2

42 Artijsiaf inteffilense 5AUQF LI9xowered boolp, 
puch ap ‘irbual appipbanbp and chabvobp, can helx re9
mobe workerp imxro‘e communicabion and collav9
orabion while alpo enhancing xroducbi‘iby2  eb, bhere 
ip a concern bhab etceppi‘e reliance on LI may reduce 
human inberacbion and creabi‘iby, xobenbially lead9
ing bo a lack of xerponal bouch and inno‘abion in 
remobe work en‘ironmenbp2
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;2 LosationGtrasNinl teshnofolPF Oocabion9bracking 
bechnology can helx managerp monibor bhe where9
avoubp of remobe workerp, vub ib may alpo lead bo 
increaped xreppure on workerp bo ve a‘ailavle ab all 
bimep and make ib challenging bo mainbain a healbhy 
work|life valance2

W2 kearaEfe teshnofolPF Nearavle bechnology, puch 
ap 5bnepp brackerp and pmarbwabchep, can monibor 
bhe xroducbi‘iby, pleex xabbernp, and o‘erall well9ve9
ing of remobe workerp2 Eowe‘er, ib may alpo increape 
xreppure on workerp bo xrioribiMe work o‘er xerponal 
well9veing2

72 .ehagioraf anafPtisRF :eha‘ioral analybicp bechnol9
ogy can monibor and analyMe bhe veha‘ior of remobe 
workerp, vub ib may alpo increape xreppure on work9
erp bo conform bo cerbain etxecbabionp and make ib 
diJculb for bhem bo ve bhempel‘ep2

32 .fosNshain teshnofolPF :lockchain bechnology 
can creabe bamxer9xroof recordp of work done and 
xaymenbp made, which can increape brupb and ac9
counbaviliby in remobe work arrangemenbp2 Hhere 
are pome concernp avoub daba xri‘acy and pecuriby 
vreachep wibhin bhe vlockchain nebwork bhab are un9
der a conpbanb devabe vebween bhe vlockchain pux9
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xorberp and bhe pkexbicp2

S2 3J net(orNRF 7T nebworkp xro‘ide fapber inberneb 
pxeedp and lower labency, allowing for more peamlepp 
communicabion and collavorabion among remobe 
workerp, vub bhe imxlemenbabion of 7T nebworkp 
may raipe concernp regarding xobenbial healbh esecbp 
and increaped ‘ulneraviliby bo cyverabbackp2

)2 AutomationF Lubomabion boolp can increape eJ9
ciency and xroducbi‘iby, and reduce human error in 
remobe work2 Eowe‘er, bhere ip a ripk of Bov dip9
xlacemenb and bhe need for uxpkilling or repkilling 
bo adaxb bo bhe changing work landpcaxe2

q2 .iometris authentisationF :iomebric aubhenbica9
bion can xro‘ide a higher le‘el of pecuriby for remobe 
accepp2 Hhe concernp are avoub xri‘acy, and bhe mip9
upe of viomebric daba may aripe, neceppibabing pbricb 
pafeguardp and regulabionp2

812 4uantum ComyutinlF =uanbum comxubing can 
re‘olubioniMe remobe work vy xro‘iding new wayp bo 
xrocepp and pbore daba, allowing for real9bime analy9
pip of large pebp of daba, and xerforming comxlet 
pimulabionp2 Hhe comxletiby and limibed a‘ailaviliby 
of zuanbum comxubing bechnology may raipe chal9
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lengep in ibp widepxread adoxbion and comxabiviliby2

882 veuromoryhis somyutinlF Geuromorxhic com9
xubing mimicp bhe way bhe human vrain workp and 
can enavle comxuberp bo xrocepp informabion in a 
more human9like way2 Vbhical conpiderabionp and 
xobenbial viapep in decipion9making algoribhmp need 
bo ve addrepped2

842 WoEotisRF Uovobicp can aubomabe rexebibi‘e bapkp 
and xro‘ide remobe appipbance bo workerp, allowing 
bhem bo focup on more comxlet bapkp, vub Bov dip9
xlacemenb for cerbain rolep and bhe need for work9
force adBupbmenbp and rebraining are a xobenbial ripk 
bhab need bo ve mibigabed2 

8;2 Unternet od ThinlR 5UoTQF IoH can collecb and 
phare daba from inberconnecbed de‘icep, leading bo 
new wayp bo oxbimiMe bhe en‘ironmenb and imxro‘e 
bhe well9veing and xroducbi‘iby of remobe work9
erp2 Eowe‘er, concernp avoub daba pecuriby, xri‘acy 
vreachep, and bhe xobenbial for unaubhoriMed accepp 
bo IoH de‘icep mupb ve addrepped2

8W2 pble somyutinlF Vdge comxubing can helx reduce 
labency, imxro‘e pecuriby, and enavle real9bime ax9
xlicabionp for remobe workerp who need bo accepp and 
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xrocepp large pebp of daba, vub nebwork pbaviliby and 
comxabiviliby acropp diserenb de‘icep and xlabformp 
need bo ve backled2

872 AmEient somyutinlF Lmvienb comxubing can al9
low remobe workerp bo accepp informabion and xer9
form bapkp bhrough nabural inberacbionp wibh bheir 
en‘ironmenb2 Hhe conpbanb moniboring of xerpon9
al pxacep and xobenbial daba mipupe need bo ve ad9
drepped2

832 Imart (orNRyaseRF Ymarb workpxacep are ezuixxed 
wibh penporp, camerap, and obher bechnologiep bhab 
can monibor and oxbimiMe bhe en‘ironmenb, im9
xro‘ing bhe well9veing and xroducbi‘iby of remobe 
workerp2 joniboring and daba collecbion wibhin 
pmarb workpxacep need bo ve carefully managed2

8S2 .ioteshnofolPF :iobechnology can allow remobe 
workerp bo conbrol de‘icep and comxuberp wibh bheir 
vrain wa‘ep, vene5bing bhope wibh moviliby ippuep2 
Vbhical conpiderabionp and xobenbial mipupe of neu9
rodaba need bo ve addrepped bo enpure xri‘acy and 
conpenb2

”omxaniep and indi‘idualp need bo keex an eye on bhepe de9
‘eloxmenbp and bhink avoub how bhey can ve le‘eraged bo 
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enhance bhe remobe work etxerience2

The wuture od Wemote korN

Hhe fubure of remobe work ip uncerbain, and emxloyerp, em9
xloyeep, and xolicymakerp mupb work bogebher bo enpure ibp 
puccepp2 :y xro‘iding emxloyeep wibh bhe boolp and repourcep 
bhey need bo work esecbi‘ely from home, and vy creabing 
xoliciep and regulabionp bhab puxxorb bhe growbh of remobe 
work, emxloyerp, emxloyeep, and xolicymakerp can enpure bhe 
puccepp of remobe work in bhe fubure2

Hechnologiep like LI, IoH, and ‘irbual realiby can ve uped bo 
creabe immerpi‘e ‘irbual work en‘ironmenbp, while bhe de9
‘eloxmenb of new bechnologiep can enavle remobe workerp 
bo collavorabe from anywhere in bhe world, accepping a wider 
xool of balenb and creabing a more di‘erpe and inclupi‘e work9
force2 

:y emvracing bhe challengep and oxxorbunibiep appociabed 
wibh remobe work, we can creabe a fubure in which xeoxle 
are free bo work from anywhere, re‘olubioniMing urvan xlan9
ning and branpxorbabion, bhe gloval economy and Bov markeb, 
comxany culbure, emxloyee well9veing, and pocieby2
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Praise for Winning 
in the Virtual 
Workplace

"Winning in the Virtual Workplace is a winner—a treasure 
trove of practical wisdom on timely and signi!cant issuesI hn 
tbe koo,x e-perts in tbe virtual wor,place o.er fresb insigbtsx 
practical advicex and illustrative e-amples on topics ranging 
from emotional intelligencex engagementx and accountakilityx 
to communicationx buman capitalx and continuous improve’
mentK Winning in the Virtual Workplace is a collection you"ll 
want to consult as you tac,le tbe cballenges of tbe new world 
of wor,K Jeep it witbin arm"s reacb in your virtual wor,’
placeKz

—Fim JouDesx coautbor of tbe kestselling koo,x The Leader-
ship Challengex and a Nellow at tbe Loerr hnstitute for Rew 
Ueadersx Wice GniversityK



ThRRhRH hR EVA OhWEGPU TCWJ“UP(A

zWinning in the Virtual Workplacex curated ky tbe (enter 
for tbe Pdvancement of Oirtual CrganiDationsx krilliantly 
decipbers tbe comple- landscape of leading in a virtual set’
tingK Titb Amotional hntelligence at its corex tbis koo, pro’
vides a strategic klueprintx featuring critical components sucb 
as (ommunicationx Angagementx and PccountakilityK Ebe 
multi’disciplinary perspectives o.ered ky tbe autbors ma,e 
tbis koo, an invaluakle resource for leaders aiming for e-cel’
lence in virtual environmentsK Nrom practical tips on foster’
ing psycbological safety to strategies for mitigating pro-imity 
kiasx tbis koo, o.ers a comprebensive and nuanced under’
standing of virtual leadersbipK ht not only addresses current 
cballenges kut also lays tbe groundwor, for ongoing innova’
tion and continuous improvementK P must’read for anyone 
invested in mastering tbe art of virtual leadersbipKz

—LrK Hlek Esipurs,yx (AC of Lisaster Pvoidance A-perts 
and Putbor of Returning to the Office and Leading Hybrid 
and Remote Teams

)Ueading ”and wor,ing inM a virtual environment is certainly 
a cballengeK Ebis new koo, uses a form of )crowdsourcingq 
from renowned e-perts to provide strategies for leading a 



remote wor,forceK Ebis is a must’bave guide for leaders and 
employees wbo wor, remotelyKq

—Wonald AK Wiggiox “bKLKx Venry WK Jravis “rofessor of 
Ueadersbipx (laremont &cJenna (ollege

)Ebe ten leaders featured in tbis koo, sbare proven tecb’
ni<ues and strategies to assist organiDational leaders in estak’
lisbing successful virtual wor, environmentsK Winning in the 
Virtual Workplace serves as a guidekoo,x o.ering valuakle 
insigbts for leaders see,ing to create tbriving virtual wor,’
placesK Nrom barnessing tbe power of virtual tools to fostering 
a culture of connectednessx tbis koo, is a valuakle resource for 
tbose see,ing to create successful teamsKq

—LrK Ei.any PK “ringlex AdKLKx “resident of hnspire (on’
sulting = &anagement Hroup



A Note to the 
Reader

A quick favor…

We hope you enjoyed this book. Ratings and reviews are im-
portant to help get the word out about books. They not only 
help future readers, they help out authors and publishers, too.

Could you take 1-3 minutes to leave an honest review (or 
simply rate the book)? A review can be as short as you like. By 
doing so, you would help others know the value of this book.

You can do this by returning to the website where you got 
the book. You can just share in a few words or sentences your 
thoughts about the book so others can know if it’s for them, 
too.

Thank you!
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Sylvia Baoukr

Sylvia Bakour is an Emotional Intelligence coach, profession-
al spea1er and trainer, recently ran1ed by HubSpot among 
the Top 5F female motivational spea1ers, alongside the li1es 
of Oprah Winfrey and Mel Robbins. She is the author of I 
Dare You to Care. ™or over 58 years, she has leveraged tools 
and strategies from her Dare to Carew EI ™rame:or1 to 
help organizations build healthy :or1 cultures :ith emo-
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an EdD in Education Leadership. Her research interests in-
clude studies in business and cultural competence. Diversi-
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day-to-day :or1 :ith faculty and students. Dr. Ba1ari follo:s 
the philosophy that to teach ekectively, one must continue to 
learn.X

zlibatehK mepC daklJer

™or more than a (uarter century, Elizabeth Kemp Caulder 
has served in leadership at agencies, leading brand strategy 
for the :orld’s most recognizable brands, and building some 
of the industry’s most ekective teams. She founded THE 
PHOENI) Lifestyle Mar1eting Group on the promise and 
premise of remote :or1 to support recruitment and retention 
of the highest caliber talent able to :or1 from the location 
that ma1es them their happiest, most productive selves. Eliz-
abeth is also dedicated to having her agency support brands 
that are resolute about creating a legacy of positive impact, 
allo:ing her team to support meaningful :or1 that improves 
our :orld. These include partnerships :ith organizations li1e 
Ahold Delhaize-USA, Deloitte, EdChoice, March of Dimes, 
The National ™ootball League, Peapod Digital Labs, UNI™I 
YThe Ma1ers of Repreve', USAA, and WM Yformerly Waste 
Management'. Despite a demanding career, Elizabeth serves 
her community, volunteering her time and expertise through 
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various mentorship programs and non-pro/t boards. She has 
been honored as an Enterprising Woman of the @ear, listed 
as one ofXInc. Magazine’sX2F0 ™emale ™ounders, named one 
of TDR’s Most Admired CEOs, listed among theXTop 500 
Leading Women in Maryland, named one of Women We Ad-
mireJs F0 Women Leaders of DC, and :as a /nalist inXCos-
mopolitan Magazine'sXThe Ne: C-Suite. Elizabeth’s uni(ue 
leadership has also been featured in Inc., IE, and CanvasRebel 
magazines. Learn more at :::.PhoenixLMG.com, or on so-
cial media ;PhoenixLMG.
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+ohn ™rame has a DPhil from the University of Oxford and 
coaches part-time faculty in a fully remote environment in 
the School of Business and Economics at National Univer-
sity. His boo1s and audioboo1s are  Homeless at Harvard; 7 
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Wisdom, Make Tough Decisions, and Inspire Those Around 
You.
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Molly Gutterud is an accomplished professional in mar1et-
ing and communications, specializing in digital strategy and 
brand development. With 5F– years of experience, Molly 
consistently drives brand a:areness and customer engage-
ment. She excels in leading successful mar1eting campaigns, 
leveraging her expertise in content mar1eting. Her data-dri-
ven approach and analytics s1ills yield actionable insights 
for optimizing mar1eting ekorts and maximizing ROI. Mol-
ly is recognized for building strong client relationships and 
fostering long-term partnerships based on trust and success. 
Her exceptional leadership inspires cross-functional teams to 
deliver outstanding results. Molly is a sought-after spea1er 
and industry contributor, sharing expertise on the evolving 
mar1eting and communications landscape.
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Nadia Harris, LLM, MBA is founder of remote:or1advoca
te.com, and an international remote and hybrid :or1 expert, 
1eynote spea1er, university lecturer, and author of numerous 
7exible :or1ing publications, including her boo1, How to 
Tackle Hybrid Working. She’s a leader in remote and hybrid 
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:or1, and has been ac1no:ledged in the TOP 5F Remote 
Wor1 Advocates and Who’s Who in Remote Wor1ing. Dur-
ing her professional career, she has :or1ed :ith numerous 
international companies 9 both start-ups and structured cor-
porations, :here she has successfully implemented frame-
:or1s to ensure the scalability of 7exible :or1ing models. 
She’s 7uent in English, German, Polish, and ™rench. Nadia 
holds a legal degree, specializing in remote :or1 la:, and an 
MBA in Intercultural Managerial Communication.

Dr. driIhina Lpre 

Cristina Imre is a pioneering /gure in transformative lead-
ership and remote :or1. As the founder of Tech Leadership 
Lab, she combines her expertise as an entrepreneur, executive 
coach, fractional executive, and author to foster technological 
innovation and global change. She is no: on an audacious 
mission to accelerate the resolution of the 5Q SDGs. With 
nearly t:o decades of experience, she guides leaders in cre-
ating ekective virtual :or1places and advocates for e(uitable 
remote :or1. Cristina okers a uni(ue perspective on creating 
successful virtual :or1places around the globe. Beyond her 
professional realm, Cristina’s in7uence extends to advocating 
for non-biased remote :or1, empo:ering individuals global-
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ly, regardless of their location, age, gender, or sexual orienta-
tion. Her :ebsite isXhttps qqcristinaimre.com.

finJa farIen 

Linda Larsen is an experienced project manager :ith nearly 
t:o decades of service in program and project management 
for nonpro/t, higher education, and international organi-
zations. Her expertise includes leading end-to-end program 
delivery, strategic planning, process improvement, :or17o: 
optimization, operations management, mar1eting strategies 
and bridging intercultural relationships. An avid supporter of 
virtual :or1 and a lifelong learner, she is 7uent in Mandarin 
Chinese and holds a master’s degree from George Washington 
University, as :ell as a bachelor’s degree from University of 
California, Los Angeles. 

AnanJ MaJKavan

Anand Madhavan gre: up in Lincoln, NE and earned his 
undergraduate degree at the University of Nebras1a-Lincoln, 
in Mar1eting. After moving to Omaha, NE and :or1ing 
full-time, he completed an MBA at the University of Nebras-
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1a-Omaha :ith an emphasis in International Business. He’s 
:or1ed in the /eld of digital mar1eting for the last 58 years 
and is no: the Director of Digital Strategy for Gallup. He 
leads a group of analysts and subject matter experts that are 
responsible for revie:ing analytics and digital strategy that 
has led to meeting important goals of the organization. He is 
blessed :ith t:o beautiful daughters 9 Alliyah, age 50, and 
Avani, age 8. They have made Omaha their home. 

dahKerine MahhiIEe

Catherine Mattis1e is best 1no:n for inventing ID& Intel-
ligent Design, as :ell as the Genius Puotient YGP'. She’s 
a leading light in the corporate learning and team building 
industries. Catherine regularly :or1s :ith large and small 
organizations to help team members better understand one 
another, :hile ekectively collaborating and boosting employ-
ee morale and productivity. Since having started her busi-
ness, The Performance Company, she has spent nearly three 
decades serving clients globally in dozens of dikerent indus-
tries. She helps them change their behavior, strengthen teams, 
and see promising results. If one person on this planet 1no:s 
ho: to help people become more in7uential in less time, it 
is herQ Catherine is a :oman of many :ords, :ith a strong 
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belief in the value behind unloc1ing our learning and com-
munication preferences to connect better, all :hile becoming 
the most po:erful version of ourselves. She uses her hands-on 
experience and 1no:ledge to provide individuals :ith tips, 
tric1s, and other tools based on their archetypes. She has :rit-
ten and published 35 boo1s, including a 2Q-part short series 
and other top-rated reads, such as Train for Results4 Training 
Activities That Work4 Leading Virtual Teams, and her latest, 
Unlock Inner Genius. Learn more about Catherine’s services 
and resources, by visiting her :ebsite at  https qqthegeni
us(uotient.com. @ou can connect :ith Catherine through 
Lin1edIn.

Dr. SheCKanie MeneWee 

Stephanie MenefeeXis ™ounder and O:ner of ™loreo Collec-
tive, LLC, a consulting /rm specializing in leadership devel-
opment, assessing organizational environments, developing 
data-driven initiatives :ith measurable goals, providing alter-
native dispute resolution services,Xand facilitating interactive 
leadership and team building :or1shops.XDr. Menefee is also 
an experienced higher education administrator, professor, 
and conference spea1er. A certi/ed con7ict resolution prac-
titioner :ith bac1grounds in administration and psychology, 
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Dr. MenefeeJs current research centers on dispute resolution, 
collaboration, and creativity in on-ground, remote, and hy-

brid public sector teams.

Dr. Qilliap F. ,kinnR LLL 

William Puinn is an operations and project management 
professional :ith over 2F years of experience in the /eld of 
manufacturing. Throughout his career, Dr. Puinn has fo-
cused on the principles of good leadership. As a result, he 
has mentored several current and future leaders in a variety 
of industries. He holds a BS in Chemical Engineering from 
the Ne: +ersey Institute of Technology, a Doctor of Business 
Administration from Northcentral University, and has re-
cently completed a Technical Project Management Program 
at the Massachusetts Institute of Technology. @ou can reach 
William through Lin1edIn.

Dr. MeluJy waglincI

Melody Ra:lings is the Director of the Center for the Ad-
vancement of Virtual Organizations at National University, 
and a doctoral chair in the School of Business and Economics. 
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She has over 50 years of remote and hybrid team experi-
ence and has authored peer-revie:ed publications on topics 
such as leadership development, remote team:or1, emotion-
al intelligence, eService learning, imposter phenomenon, and 
student philanthropy. Along :ith Dr. Kimberly +anson, she 
co-authored Determining Leadership Potential: Powerful In-
sights to Winning at the Talent Game.

Dr. mahKy wi-Kie 

Kathy Richie is an Associate Professor at National University. 
She primarily teaches leadership, management strategy, and 
change management online courses at the masterJs and doc-
toral level, in addition to actively serving on student disserta-
tion committees. Her bac1ground blends academic practice 
:ith business acumen to represent real-:orld vie:s. She has 
many years of hands-on remote :or1 experience managing 
teams across the U.S. as a corporate account negotiator for 
a large multinational high-tech corporation. Dr. Richie con-
tinued the virtual experience by completing her doctorate 
degree online. Her dissertation research focused on ho: or-
ganizational culture is akected :hen teams :or1 remotely 
alongside on-site employees.
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Dr. wanJee f. SanJerI 

Randee L. Sanders is the ™ounder of RL Sanders R Associ-
ates.XShe is a :omen’s career strategist, spea1er, and the Asso-
ciate Dean of ™aculty at the School of Business and Econom-
ics at National University. She has an aSnity for advancing 
highly ambitious professional :omen leaders into positions 
of leadership and in7uence. Through her Design Not Default 
Academy, Dr. Randee consults :ith :omen leaders to estab-
lish a strong sense of self, develop individual voice, and gen-
erate ne: strategies to develop their ekectiveness, in7uence, 
talent, and po:er to lead. Dr. Randee is passionate about 
educating the next generation of leaders in business and high-
er education. She enjoys creating positive energy, passionate 
synergies, and transforming peopleJs lives.XShe believes that 
the time is no: to live your fabulous lifeQ

fakren Sercy 

Lauren Sergy is a communication expert specializing in 
:or1placeXinterpersonal communication and public spea1-
ing s1ills. She has delivered 1eynotes and :or1shops across 
Canada, the US, the UK, and beyond, helping thousands of 
people become more ekective leaders through s1illed com-
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munication. Her clients include companies such as 3M, 
KPMG, Cargill, T-Mobile, and others. Lauren holds a Mas-
ters in Library and Information Studies, a Bachelor of Arts, 
and a Certi/cate in Management Development. She has 
taught business communication at the University of Alberta 
and Concordia University of Edmonton, is a regular guest 
lecturer at other post-secondary institutions, and has made 
many appearances on radio and television. Lauren has au-
thored t:o boo1s, The Handy Communication Answer Book 
Ynamed on Library +ournal’s Best Reference 2017 list) and 
UNMUTE! How to Master Virtual Meetings and Reclaim 
Your Sanity. To learn more about LaurenJs services and re-
sources, visit her :ebsite at http qq:::.LaurenSergy.com.

Dr. Nary QKihe 

Gary White is a Professor of Business and Leadership, and 
Chair of doctoral dissertations at National University. He 
is the Academic Program Director for the Master of Sci-
ence in Organizational Leadership Program. He also serves 
as co-chair of the National Society for Leadership Success 
YNSLS' honor society. He has been involved in higher ed-
ucation for over 30 years, teaching business, management, 
mar1eting, organizational leadership, and (uantitative and 
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statistical analysis at several universities. He has :on numer-
ous a:ards and recognition for teaching excellence and is a 
t:o-time Lindbac1 Distinguished Teaching A:ard nominee. 
Since 5&&5, he’s been the o:ner of a small business consulting 
/rm. Dr. White has a B.A. in Environmental Sciences from La 
Salle University, an M.S. in Organizational Dynamics from 
the University of Pennsylvania, and a Ph.D. in Educational 
Leadership and Systems, :ith a specialization in Mar1eting 
and Higher Education, from Union Institute University.

NeralJine Qulu-K.AJJapine 

Geraldine Woloch-Addamine is the ™ounder R CEO at 
Good6:or1, a Total Talent Recognition soft:are :ith a mis-
sion to harness the po:er of Web 3 to increase TeamqEm-
ployee Engagement by recognizing and re:arding talents. She 
is ™rench and lived in Paris before moving to San ™rancis-
co in 2056 :ith her family. She provides thought leadership 
to inspire managers and leaders to build a high-performing 
culture of trust. Geraldine dra:s her inspiration and exper-
tise from her stories of navigating for 5F years the corporate 
:orld in ™rance and the US. She’s served as a Manager, HR 
Business Partner, and no: as a global leader in the high-tech 
sector. Her primary focus has been on building ne: projects, 
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teams, and products in TalentqPerformance Management, 
:hile supporting leaders. Geraldine holds a Master in HR 
from Sciences Po Paris and an HR certi/cate from UC Ber1e-
ley Extension.
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Stay in Touch

Want to continue learning about how to be a 
sr-tdcla-- leafer om re oteyanf hpbrifye ?lopd
ee-S Ctap in touch with the Aenter mor the vfd
Vance ent om Oirtual zrgani.ation-"

N ational University’s Center for the Advancement 
of Virtual Organizations (CAVO) is a hub of rel-

evant resources providing current information and prac-
tices to support professionals and educators in various in-
dustries involved in remote work. Serving as a collabora-
tive platform, CAVO partners with remote work experts 
to integrate research and practical knowledge, with the 
goal of disseminating the latest developments and tech-
nologies associated with remote work. For podcast episodes 
and other resources to help you lead a virtual organization, 
please visit: https://www.nu.edu/center-advancement-virtu-
al-organizations.
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