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Thriving in Hybrid & Virtual Workspaces: 

A LEADER’S GUIDE TO SUCCESS
In today’s rapidly evolving work landscape, along with the impact of the COVID-19 pandemic, a fundamental shift in team 
dynamics has occurred. What was once considered a perk—remote work—suddenly became the norm, demanding a 
complete overhaul of traditional management practices. This guide, “Thriving in Hybrid and Virtual Workspaces: A Leader’s 
Guide to Success,” serves as a comprehensive resource for leaders tasked with managing hybrid and virtual teams. 

It provides practical strategies and actionable insights for building, leading, and sustaining high-performing teams  
in this new era:

Purpose of This Guide: 

The primary goal of this guide is to equip leaders with the knowledge and tools necessary to navigate the complexities 
of hybrid and virtual team management. By understanding the unique challenges and opportunities that these teams 
present, managers can foster an inclusive, productive, and engaged work environment, regardless of where their team 
members are located.

Key Takeaways:
•	 The Pandemic’s Impact on Virtual Team Management: Explore how the shift to remote work exposed the 

limitations of traditional management and learn about the new skills and practices needed for virtual team success.
•	 Benefits and Challenges of Hybrid and Virtual Teams: Understand the advantages of a global talent pool and 

the flexibility of hybrid work, while also recognizing the potential pitfalls like proximity bias and digital fatigue.
•	 Forming and Enabling Hybrid Teams: Learn how to build a cohesive hybrid team that thrives in a flexible work 

environment, and discover tools and strategies to enable seamless collaboration.
•	 Cultivating Strong Team Relationships: Get practical strategies for fostering a culture of inclusivity, trust, and 

collaboration within hybrid teams to bridge the gap between onsite and remote team members.
•	 Leading and Rewarding a Hybrid Team: Understand the principles of effective hybrid leadership and how to 

maintain motivation and recognize achievements in a dispersed workforce.

Understanding Different Types of Teams

In the modern workplace, teams come in various forms, each with unique dynamics and challenges. Whether managing  
an intact workgroup, project team, cross-functional team, or another type, the principles and strategies in this guide  
apply to all.

1.	 Intact Work Groups: These teams work together on a consistent basis with shared goals and a common purpose. 
They often operate within a specific department or function and have established routines and communication 
channels.

2.	Project Teams: Formed to achieve a specific goal or complete a particular project, these teams include members 
from different departments, bringing diverse skills and perspectives to the table.

3.	Cross-Functional Teams: Comprising members from various departments or areas of expertise, these teams are 
designed to tackle complex issues that require input from multiple disciplines. They are often tasked with strategic 
initiatives that go beyond the scope of a single department.

Regardless of the type of team you are managing, the strategies in this guide are designed to help you navigate the 
complexities of hybrid and virtual work environments, fostering an inclusive, productive, and engaged team culture.

http://www.insynctraining.com
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Effective Hybrid & Virtual Teams: An Implementation Checklist for Leaders

To complement this guide, we have also developed a companion tool: “Effective Hybrid and Virtual Teams: A Step-by-Step 
Playbook for Leaders “ This tool breaks down the key strategies from this guide into eight actionable checklists, offering 
leaders a step-by-step framework for implementing best practices in real-world settings. By using these two resources in 
tandem, leaders can both understand the principles behind successful hybrid and virtual teams and put those principles 
into action effectively. Download “Effective Hybrid and Virtual Teams: A Step-by-Step Playbook  for Leaders” here.

How to Use This Guide and Companion Tool Together:

•	 Gain Strategic Insights: Start with “Thriving in Hybrid and Virtual Workspaces” to gain a deep understanding of 
the challenges and opportunities in managing hybrid and virtual teams. Explore topics like guiding teams through 
development stages, fostering collaboration, and maintaining high performance.

•	 Translate Theory into Practice: Use “Effective Hybrid and Virtual Teams: A Step-by-Step Playbook for Leaders.” to 
turn these insights into practical steps. Each checklist aligns with the core strategies outlined in this guide, providing 
leaders with concrete actions to implement within their teams.

•	 Assess and Adapt: Periodically revisit both the guide and the companion checklist to evaluate your team’s 
progress and adapt to evolving circumstances, ensuring continuous growth and success.

By using these two resources together, leaders can both understand the principles behind successful hybrid and virtual 
teams and effectively put those principles into action.

http://www.insynctraining.com
https://www.insynctraining.com/lm-playbook-for-leaders
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THE IMPACT OF THE 
PANDEMIC ON VIRTUAL 
TEAM MANAGEMENT
The pandemic forced organizations to confront the limitations of conventional management practices head-on. With in-
person interactions off the table, managers had to quickly adapt to a new reality where motivation, communication, and 
team cohesion required entirely new approaches. This section unpacks the core challenges that arose and the innovative 
strategies managers adopted to navigate the uncharted territory of virtual team management.

•	 Lack of Face-to-Face Interaction: Managers struggled to assess morale, gauge productivity, and maintain strong 
relationships without physical interaction.

•	 Work-Life Balance Challenges: Remote work blurred the boundaries between work and personal life, requiring 
managers to become more attuned to their teams’ well-being.

•	 Digital Fatigue: Overreliance on virtual meetings led to digital fatigue, highlighting the need for new strategies to 
maintain engagement without overwhelming employees.

New Skills for Virtual Team Managers

1.	Digital Communication Proficiency: Mastering tools like Slack, Microsoft Teams, and Zoom became critical.
2.	Emotional Intelligence and Empathy: Managers needed to develop emotional intelligence to support their 

teams’ mental health and well-being.
3.	Adaptability and Flexibility: The pandemic emphasized the need for flexibility in managing projects, timelines,  

and expectations.
4.	Remote Team Building: Virtual team-building activities became essential for fostering cohesion.
5.	Outcome-Based Leadership: Managers shifted from focusing on hours worked to emphasizing outcome-based 

performance metrics.

New Practices Adopted for Virtual Teams

1.	Structured Communication and Cadence: Regular check-ins, daily standups, and structured team  
meetings became essential.

2.	Asynchronous Workflows: Teams adopted asynchronous workflows to accommodate different time  
zones and schedules.

3.	Focus on Well-Being and Work-Life Balance: Managers introduced “no meeting” days, flexible schedules, and 
mental health support.

4.	 Inclusive Hybrid Meeting Practices: Virtual-first meeting strategies ensured equitable participation for both 
remote and in-office team members.

5.	Reinforced Trust and Autonomy: Trust-based leadership empowered employees to manage their  
work autonomously.

http://www.insynctraining.com
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The pandemic forced a reevaluation of traditional management practices, leading to the adoption of new strategies for 
leading virtual teams effectively. This shift brought both opportunities and challenges. To build a sustainable hybrid  
or virtual team model, it’s essential to understand these benefits and challenges in depth. Let’s explore them in the  
next section. 

Action Items:

	D Introduce regular virtual check-ins to maintain team morale and assess individual well-being.
	D Implement new communication tools like Slack or Microsoft Teams to facilitate efficient and  
transparent communication.
	DTrain team members on digital fatigue management, including the importance of taking regular breaks.

http://www.insynctraining.com
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GUIDING HYBRID AND 
VIRTUAL TEAMS THROUGH 
DEVELOPMENT STAGES
From Forming to Performing and Beyond

Hybrid and virtual teams offer unprecedented flexibility and access to a global talent pool, but they come with their own 
set of challenges. While the advantages of this new work model can transform an organization, managers must also navi-
gate issues like proximity bias, digital fatigue, and the potential for team disengagement. This section provides a balanced 
view of the pros and cons, offering insights into how leaders can maximize the benefits while mitigating  
the drawbacks.

Benefits:
•	 Access to Global Talent: Hybrid work allows organizations to hire globally, expanding their talent pool.
•	 Flexibility: Employees can better balance personal and professional responsibilities.
•	 Cost Savings: Reduced needs for office space needs and commuting costs.

Challenges:
•	 Proximity Bias: Onsite workers may unintentionally receive more visibility and opportunities.
•	 Disengagement and Isolation: Remote workers may feel disconnected from the team and company culture.
•	 Digital Fatigue: Constant virtual communication has led to increased burnout, requiring new strategies to  

maintain balance.

Now What? Forming, Norming, Storming, & Performing for  
Hybrid Virtual Teams

We now know that hybrid and remote work is here to stay, so we need to adapt. Our team development model needs to 
evolve. Every time we onboard new employees and team members, team dynamics change. Teams need to be nurtured 
so that no one feels isolated in a virtual world.

So, how do managers and leaders evolve their existing skills to support this modern way of working? One proven approach 
adapt an existing model based on our understanding of successful remote teams. 

Let’s explore how you can adapt the Tuckman Ladder to create a more highly functioning global virtual team.

http://www.insynctraining.com
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The Tuckman Ladder: An Introduction

Virtual team leadership requires many of the same skills as traditional workplaces, but with extra attention  
to communication and conflict resolution.

The Tuckman Ladder, also known as Tuckman’s Model of Group Development, is a time-tested and widely used framework 
in team performance and leadership courses. It can provide the guidance you need to ensure your virtual team is success-
ful. Bruce Tuckman, a Ph.D. in Psychology, developed this well-known four-stage model in 1965.Even if you haven’t heard 
of Tuckman specifically, you’ve likely encountered his stages:

1.	Forming
2.	Storming
3.	Norming
4.	Performing

He later expanded his model to include a fifth stage: the adjourning stage or mourning stage. Each stage refers to a 
specific phase of any team’s development, defining how members interact with the organization, their leaders, and each 
other. It defines how members interact with the business, with their leaders, and with their coworkers.

Supporting Each Stage of the Tuckman Ladder for Your Virtual  
Team’s Development

Let’s explore how this applies to today’s unique environment.

STAGE 1: FORMING

During the Forming stage, the team is still developing. Team members are highly dependent on the leader for guidance 
and direction. There’s little agreement on team goals, and members are still looking to a leader for answers. Trust between 
members is low, no norms have been established, and roles and responsibilities remain unclear. What does this mean for 
leaders? Members look to them for direction while also testing the tolerance of the system.

Leaders can support the Forming stage by allowing time for team bonding, acknowledging that this process takes longer 
for virtual teams, and providing clear direction and purpose. Find creative ways to connect, using messaging apps, virtual 
water coolers, mentors, and team celebrations.

Impact of the Pandemic on Forming

This stage is especially important when bringing younger generations into an organization. Individuals starting their 
careers during the pandemic are particularlyvulnerable to feeling left out and lost. If they don’t feel part of the team early, 
you may permanently lost the opportunity to integrate them.

http://www.insynctraining.com
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STAGE 2: STORMING

During the storming stage, roles and responsibilities have been established, and team members are working out 
boundaries and aligning with the team mission. However, since trust isn’t fully established, challenges with problem-solving 
can arise.

Leaders need to be aware that sub-groups may form within the team, which can lead to distractions related to 
relationships and emotional issues—especially in today’s context. Additionally, team members may perform at different 
levels during this phase.

Guide your team through the Storming stage by:

•	 Increasing opportunities for your team
•	 Requesting and accepting feedback
•	 Defining rules of engagement
•	 Establishing a consistent work environment

Impact of the Pandemic on Storming

Individuals are under an unprecedented amount of stress, and the virtual environment can amplify this. It can make some 
feel more empowered to express frustration, while others may find it easier to withdraw. Leaders need to find a balance 
and stay vigilant for signs that external stressors are impacting the team’s dynamics.

STAGE 3: NORMING

At this point in team development, consensus beings to form if we, as leaders, have done our job during the first two 
stages of virtual team development. There’s agreement within the team, and responsibilities are clear and accepted. Team 
members make decisions by consensus, and delegating tasks because there’s commitment and unity—hence the name, 
Norming. Hence, the reason this is called the Norming stage.

As leaders, we shift from commanding our team, to facilitating and enabling our team’s success. A habitual, short 
team morning session should occur where any challenges or roadblocks are discussed (like a standup session in agile 
development).

Encourage Norming by documenting processes and expectations, so everyone understands their roles and how things 
function within the team.

Remember: norms are not obvious unless they are documented and agreed upon.

Impact of the Pandemic on Norming

Research on remove work productivity indicates increased efficiency in task completion but often at the expense of 
spontaneous collaboration. However, you can foster this type of collaboration by using Slack or MS Teams channels in a 
deliberate way. When you notice a spark of creativity, connect the right people and facilitate a brainstorming opportunity. 
Be the facilitator of these interactions—then step back and let the collaboration unfold.

http://www.insynctraining.com
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STAGE 4: PERFORMING

When teams reach the Performing stage, they operate with a high degree of autonomy. While disagreements may occur, 
they are resolved with trust and positivity. Team members look out for one another and support each other’s success.

In this stage, leaders now delegate tasks and work on encouraging the professional development of our direct reports. 
Leaders also fend off distractions or disruptions from outside the team, including organizational politics.

With virtual teams, we need to remember that it’s easy to slip out of this stage and revert back to earlier modes of op-
erating. We can take things out of context, or struggle with communication. With awareness and constant work, we can 
maintain the Performing stage on our global virtual teams.

Impact of the Pandemic on Performing

As restrictions ease and we transition to a more hybrid model of work, the physical location of team members will matter 
less. Instead, the focus will shift to how people are working. We’ll continue to explore ways to be efficiently productive and 
collaborative.

STAGE 5: ADJOURNING/MOURNING

Whenever a project ends, or a new team member is introduced into the mix, group dynamics shift to the fifth stage of 
development: the Adjourning stage or Mourning stage. Virtual team leaders must anticipate the grieving process that em-
ployees may experience during periods of change and prepare to start back at stage one at the beginning of a new project 
or team iteration. 

Leading virtual teams requires patience, persistence, and presence of mind. People will move in and move out. In a virtual 
environment, it will be easy for people to ‘disappear’ once a project is over. Public acknowledgments of contributions can 
help ensure that team members don’t feel forgotten and are eager to join the next virtual team.

Impact of the Pandemic on Adjourning/Mourning

Individuals are not only under an unprecedented amount of stress right now, but also extreme loneliness. During this 
stage, it may be helpful to provide a means of communication for team members to stay in touch and invite them into 
conversations after the project is completed.

By understanding the benefits and challenges of hybrid and virtual teams, managers can make informed decisions about 
their team structure and management approach. The next step is forming a hybrid or virtual team that can thrive in this 
dynamic environment. The following section outlines key strategies for building a cohesive team from the ground up.

Action Items:

	D Introduce the Tuckman Ladder model to your team and explain its relevance to virtual team development.
	DSchedule regular team development activities tailored to each stage (Forming, Storming, Norming,  
Performing, Adjourning).
	DSet up structured feedback sessions to address team dynamics and foster a collaborative environment.

http://www.insynctraining.com


11 www.insynctraining.com

FORMING A COHESIVE 
HYBRID & VIRTUAL TEAM
Strategies for Building a Strong Foundation
Creating a successful hybrid or virtual team goes beyond merely hiring individuals with the right skill set. It requires a 
strategic approach to build a cohesive unit where each member thrives, whether they work onsite or remotely. This 
section outlines the critical factors to consider when forming a hybrid team, emphasizing the importance of fostering a 
sense of belonging and clarity of roles in a flexible work environment.

Forming a hybrid team is about more than just hiring for skills—it’s about finding individuals who thrive in flexible, autono-
mous work environments and ensuring everyone understands their role within the team. Managers need to be intentional 
about fostering a sense of belonging, especially for remote employees.

It’s important to remember that not all virtual teams are constructed in the same way. The composition of your team will 
depend largely on your corporate culture. Perhaps certain team members will need to be located in a centralized location, 
while other team members can work remotely. This could be influenced by factors such as roles, customers serviced, or 
the number of hours worked each week. In some cases, everyone may need to come to the office regularly, while in oth-
ers, the entire team may function without traditional face-to-face interactions. Perhaps everyone will need to come to the 
office on a regular basis, or the entire team will work without ever requiring traditional face-to-face interactions.

Create a Profile
Over the years, we at InSync have organically created a profile of an ideal virtual team member based on our own 
successes. 

We look for someone who is self-motivated and proactive. To a certain extent, a team member needs to be a risk-taker; 
they can’t wait for direction when trying to support a client at three o’clock in the morning? They can’t wait for direction 
when trying to support a client at three o’clock in the morning!

When people think of working virtually, they often think it is a very unstructured environment. In fact, the opposite is true. 
It takes a lot of structure and self-discipline to be successful as a virtual worker. And, most importantly, that structure 
needs to be self-imposed. Those who wait for structure and direction to come from someone else are typically not 
successful on our team.

Clarify Job Roles and Interdependencies
Since team members can’t tap their manager on the shoulder when they have a question, it’s important to clarify 
responsibilities very early on. This goes beyond job descriptions and competencies; a virtual team member needs to 
understand daily expectations, including job deliverables, communication protocols, and the level of virtual interaction with 
the rest of the team. Of course, it’s nearly impossible to communicate everything early on. If your virtual culture is effective, 
job roles and interdependencies among team members will naturally emerge over time.

Use Your Existing Team to Identify and Interview Possible Talent
We learned early on that the best people to select new team members are the existing team members. The virtual team 
needs to be tightly connected, and a new person joining the team who has already met future colleagues can significantly 
strengthen relationships. Also, we expect team members to troubleshoot problems and arrive at solutions with their 
peers. It’s important that a level of trust exists between new and existing members as the team grows.

A good technique is to ensure that the entire interview process takes place in a virtual environment, even if the candidate 
is located near the residence of the interviewer. Individuals often present differently in face-to-face settings compared to 
their online personas, so it’s important to understand a candidate’s online personality upfront.

http://www.insynctraining.com
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Encourage Diversity
We prioritize diversity on our virtual team, but not solely in the traditional sense. We look for diversity in skills, language, 
experience, and culture. Some may find it unusual that we don’t use webcams during our interview process. However, we 
have discovered that not using live video allows us to focus on what a candidate brings to the table virtually rather than on 
their physical appearance. While video may help us form stronger connections later on, it can also be a distraction during 
the interview process.

Best Practices:

1.	Hire for Flexibility and Adaptability: Remote workers must be self-motivated and adaptable. InSync’s InQuire 
Engagement Framework™ stresses the importance of hiring emotionally and intellectually engaged individuals.

2.	Clarify Roles and Responsibilities: Clearly define roles to avoid confusion and ensure every team member 
understands their contribution to the team’s success.

3.	Promote Inclusivity: Encourage diverse perspectives in meetings and maintain structured agendas to foster 
active participation from remote team members.

Creating a strong foundation for your hybrid or virtual team is crucial for long-term success. However, forming the right 
team is just the beginning. To ensure ongoing success, managers must also provide the right tools and establish practices 
that enable seamless collaboration. Let’s explore how to enable hybrid and virtual teams effectively in the next section.

Action Items:
	DDevelop a clear profile of the ideal virtual team member based on the team’s needs and culture.
	DClarify job roles, responsibilities, and interdependencies early on and ensure all team members are aware of them.
	DUse a virtual environment for the entire interview process to assess candidates’ suitability for remote work.

http://www.insynctraining.com
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EMPOWERING HYBRID 
AND VIRTUAL TEAMS
Tools and Practices for Seamless Collaboration
Empowering hybrid and virtual teams is more than just providing the right technology. It involves establishing a culture of 
open communication, setting clear expectations, and fostering a sense of ownership and autonomy. This section delves 
into the practices and tools that enable seamless collaboration and engagement, ensuring that both in-office and remote 
employees feel equally supported and valued.

To enable hybrid teams, it’s essential to create an environment where remote and in-office employees can collaborate 
seamlessly. Managers must prioritize emotional, intellectual, and environmental engagement to maintain motivation  
and productivity.

Set clear expectations and share your vision
At Insync, our culture emphasizes delivering exceptional customer service, which is one of our core values.

Team managers consistently reinforce that individuals are empowered to make decisions about how best to serve the 
customer without fearing negative consequences. For example, if a conference call service becomes unavailable during 
a customer’s virtual class, our team knows that they can offer our internal phone service to the customer and address 
chargebacks later. The priority is to ensure the success of the customer’s class.

This is just a small example. Once team members understand that they are empowered to make these types of decisions, 
they’ll feel more comfortable in more difficult situations.

Provide the Right Tools
When you are completely virtual, communication needs to be intentional. We’ve all had the experience of misinterpreting 
the tone of an email message, or feeling left out of a conversation. There are many opportunities for this type of miscom-
munication in virtual environments, therefore, it is important to be aware of these situations and have strategies in place 
to mitigate any issues.

To help minimize the stress that comes with miscommunication, it’s important to have a strong communication toolset 
available, and to create guidelines on how to implement those tools. We need to be intentional about how to select the 
tools we use – don’t just pick one, and don’t just pick the easiest tool at your disposal without thought as to how it’s going 
to be used.

•	 Conversations – We use Skype for instant and ongoing communication, creating multiple ongoing conversations 
and adding new team members as they join. Some conversations have very intentional business purposes, such 
as troubleshooting client technical concerns (e.g., “Is anyone having trouble with voice over IP in WebEx today? Any 
suggestions on where to seek help?”).  We also maintain a “water cooler” for light conversation and relationship-
building, along with several other conversations focused on sub-teams supporting individual clients or social 
activities like fitness and book clubs.

•	 Email – We use email primarily for scheduling, documenting client concerns, and handling issues that cannot be 
addressed in real-time.

•	 Virtual classrooms – We use WebEx Training Center and Adobe Connect when we want to have a work meeting, 
take notes, or rehearse presentations.

http://www.insynctraining.com
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•	 Videoconferencing – We utilize various tools for live video interactions, opting for video when the conversation 
focuses on people rather than processes or products.

•	 Shared workspace – We make sure there is a shared workspace for files accessible from virtual offices, and that 
everyone knows how to use it! 

Establishing ground rules for using these tools is essential; for example, if a question sent via Skype doesn’t receive a 
response within a minute, resend the question through email and inform the person in the Skype conversation to check 
their email for more information. 

Key Strategies:
•	 Use Asynchronous Communication: Establish clear guidelines on when to use synchronous vs. asynchronous 

communication.
•	 Incorporate the InQuire Engagement Framework™: Engage teams emotionally (trust-building), intellectually 

(continuous learning), and environmentally (ergonomic home office setups).

Tech Tools:
•	 Communication: Slack, Microsoft Teams
•	 Project Management: Asana, Trello, Monday.com
•	 Virtual Learning: InSync’s virtual classrooms

Once your hybrid team is equipped with the right tools and practices, it’s vital to maintain a supportive environment that 
fosters connection and well-being. This is particularly important in a dispersed work setting where feelings of isolation can 
quickly arise. In the following section, we’ll discuss strategies for protecting your hybrid team from common pitfalls such as 
isolation and burnout.

Action Items:
	DSet clear expectations for communication, performance, and collaboration within the team.
	DEquip your team with the right tools (e.g., Slack, Trello) and provide training on their effective use.
	DEstablish guidelines for synchronous and asynchronous communication to ensure efficiency and inclusivity.

http://www.insynctraining.com
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SAFEGUARDING 
YOUR HYBRID TEAM
Preventing Isolation, Burnout, and Disconnection

In a virtual or hybrid setting, team members can easily experience feelings of isolation, which can lead to quickly become 
isolated, leading to decreased morale and productivity. Protecting your team means more than offering support; it 
requires a proactive approach to foster connection, trust, and a sense of belonging. This section provides actionable 
strategies to safeguard your team’s well-being, ensuring that each member remains engaged and resilient in a dispersed 
work environment.

Protecting a hybrid team means preventing feelings of isolation, disconnection, or burnout. Managers must proactively 
ensure that their teams have the resources and support they need to thrive, regardless of location.

A virtual team can be fragile. Without the immediate physical support of colleagues, it is easy to feel isolated and to take 
offense at unintended (or sometimes intended) slights. Without the typical office chatter, an individual might feel hesitant 
to share concerns, illnesses, or even personal celebrations because he or she might not be confident they will be heard.

Because of this we need to protect our virtual teams by creating and promoting a safe environment. Some of the things 
that we do to accomplish this are:

•	 Have a person with their “ear to the ground.” Not everyone wants to share with the “boss.” One of the most 
important team members is the person who knows who’s having a baby, who is struggling with the overnight hours, 
and who has concerns with other team members. This person is trusted by everyone to share the appropriate 
amount of information, and nothing more.

•	 Be proactive about looking for potential issues. Look for body language in the bandwidth. Has someone 
suddenly dropped out of the virtual conversations? Have you heard a negative report? These are the times when 
you need to determine if there is an actual issue. This is the time for a phone call, not a text-based conversation. 
Listen to the voices of your team, let them know you care about them as individuals, and at the same time, watch 
out for the well-being of the entire team.

•	 Extend the virtual water cooler to other virtual (and real!) events.  There’s a reason people get together for 
a drink after work or lunch on a weekend. We spend a large percentage of our lives working, and there is a level of 
comfort in making those connections. This doesn’t need to go away with the virtual team.  Friday afternoon happy 
hours (rolling happy hour times to accommodate the different time zones), or coordinated virtual events can help 
connect and protect a virtual team.

•	 Create formalized opportunities for team members to share feedback. Individuals are often hesitant to 
provide critical feedback even in comfortable environments. On a virtual team, when it is difficult to gauge reactions, 
these difficult conversations may never happen. Create those opportunities by implementing regular 360-degree 
evaluations to provide structured feedback between team members, and opportunities to build relationships and 
trust.

•	 Share the credit, claim the blame.  When things go well, it’s often due to the talent of the team. When an error 
is made, or a customer is dissatisfied in any way, the fault lies with the team leadership. No matter what happens 
behind the scenes, individual contributors need to know that they have the support of their leadership, even if they 
don’t have a personal face-to-face relationship with that leadership. Kudos are shared with everyone; concerns and 
reprimands are kept private.

http://www.insynctraining.com
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•	 Maintain transparency and fairness. Use shared project tools to ensure equal access to information for  
all team members.

•	 Prioritize well-being. Regularly check in on workloads and promote work-life balance. Introduce virtual  
team-building activities and wellness programs to prevent burnout.

By proactively safeguarding your team’s well-being, you lay the groundwork for a more engaged and productive workforce. 
However, it’s equally important to remain vigilant and identify early signs of trouble within your team. Addressing issues 
promptly can prevent minor concerns from escalating into significant challenges. Let’s explore how to recognize and ad-
dress these signs in the next section.

Action Items:
	D Identify a team member who can act as an informal liaison to keep an “ear to the ground” on team morale and 
issues.
	DProactively monitor for signs of isolation, burnout, or disengagement and address these through one-on-one 
conversations.
	DOrganize virtual social events (e.g., virtual coffee breaks) to foster connection and prevent isolation.

http://www.insynctraining.com
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DETECTING TROUBLE 
ON YOUR VIRTUAL TEAM
Early Warning Signs and Solutions
Hybrid and virtual teams can present unique challenges that may not be immediately visible. A disengaged team member, 
increased conflict, or a sudden drop in productivity can be early indicators of deeper issues. This section outlines key 
warning signs that signal when a virtual team might be in trouble, and offers strategies to address these problems promptly 
and effectively.

Identifying Trouble:
•	 Decreased Engagement: If remote employees are less active in meetings or communication,  

they may feel isolated.
•	 Drops in Productivity: Declining work quality or missed deadlines can indicate burnout or disengagement.
•	 Unresponsiveness: Delayed responses may signal frustration or a lack of clarity about expectations.
•	 Increased Conflict or Miscommunication: More frequent misunderstandings could indicate deeper issues 

within the team.
•	 Emotional Withdrawal: Employees who stop engaging in informal team chats may be struggling with isolation.

Mitigation Strategies:
•	 Regular Structured Check-ins: Schedule frequent one-on-ones to discuss workload, challenges, and well-being.
•	 Use Collaborative Tools: Platforms like Trello or Asana provide visibility into workloads and task progress.
•	 Foster Inclusivity: Adopt remote-first practices to ensure hybrid workers have equal access to information and 

decision-making processes.
•	 Provide Mental Health Support: Ensure employees know about available resources and encourage  

regular breaks.

Identifying and addressing signs of trouble is crucial for maintaining a healthy team dynamic. Once these issues are man-
aged, the focus can shift to cultivating strong, productive working relationships. By fostering a culture of trust, inclusivity, 
and collaboration, you can bridge the gap between onsite and remote team members. In the next section, we’ll discuss 
practical strategies for building these strong relationships.

Action Items:
	D Implement regular structured check-ins with team members to discuss workload, challenges, and well-being.
	DUtilize collaborative tools like Trello or Asana to track task progress and identify any dips in productivity.
	D Introduce mental health support resources and encourage team members to take breaks and maintain  
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CULTIVATING STRONG, 
PRODUCTIVE WORKING 
RELATIONSHIPS IN HYBRID TEAMS
Building a Culture of Inclusivity and Trust
Building strong, productive relationships in a hybrid team setting is essential for creating a cohesive, high-performing unit. It 
requires deliberate effort to bridge the gap between onsite and remote team members, ensuring that every contribution is 
valued equally. Here are five key strategies for fostering a culture of inclusivity, trust, and collaboration within hybrid teams, 
along with practical ways to implement each strategy.

1.	 Emphasize a Remote-First Culture

How to Implement:

•	 Standardize Communication: When scheduling meetings or sending communications, assume that not everyone 
is in the same physical space. Use video conferencing platforms for all meetings, ensuring remote team members 
can participate fully. Avoid in-person-only discussions that might alienate remote employees.

•	 Set Clear Meeting Guidelines: Establish norms such as always using video during meetings to create a more 
personal experience. Rotate meeting times to accommodate different time zones, ensuring everyone has an 
opportunity to join meetings at a convenient time.

•	 Inclusive Decision-Making: Make a habit of including remote team members in decision-making processes. 
Use tools like polls or surveys to gather input from everyone, regardless of location, and communicate decisions 
transparently.

2.	 Leverage Technology to Build Connection

How to Implement:

•	 Create Informal Digital Spaces: Set up dedicated channels on platforms like Slack or Microsoft Teams for non-
work-related conversations. Consider channels for interests like hobbies, pets, or weekend plans to foster personal 
connections.

•	 Host Virtual Social Events: Organize regular virtual social events, such as coffee breaks, happy hours, or 
team-building activities like online games or quizzes. Ensure these events are optional yet encouraged, creating 
opportunities for team bonding without pressure.

•	 Implement Buddy Systems and Peer Mentoring: Pair team members in as“buddies” or in mentoring 
relationships, mixing onsite and remote workers. This encourages cross-location support and helps remote 
employees feel more connected to their peers.

3.	 Recognize Contributions Equally

How to Implement:

•	 Public Recognition: Use team meetings, company newsletters, or digital platforms to acknowledge achievements 
and contributions from both remote and onsite employees. Highlight specific examples of how each team member’s 
work has positively impacted the team or organization.

•	 Equal Opportunity for Rewards: Ensure that both remote and onsite employees have access to rewards and 
recognition programs. Avoid location-based biases in selecting employees for awards or bonuses by focusing on 
results and impact rather than physical presence.

•	 Feedback Mechanisms: Implement regular feedback cycles, such as 360-degree reviews, to gather input on team 
members’ performance. This encourages a more holistic view of each individual’s contributions and helps prevent 
location-based biases.

http://www.insynctraining.com
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4.	 Foster Psychological Safety

How to Implement:

•	 Open Communication Channels: Encourage an open-door policy where team members feel comfortable 
sharing concerns and ideas without fear of retribution. Use anonymous feedback tools if necessary to allow team 
members to express their thoughts safely.

•	 Model Vulnerability: Leaders should model psychological safety by openly discussing their challenges, asking 
for feedback, and admitting mistakes. This sets the tone for a culture where it’s safe for everyone to be open and 
honest.

•	 Structured Feedback Sessions: Hold regular team retrospectives or check-ins focused on team dynamics and 
psychological safety. Use these sessions to address any issues, celebrate successes, and collectively identify areas 
for improvement.

5.	 Build Trust Through Consistent Communication

How to Implement:

•	 Regular Team Meetings: Schedule consistent team meetings, such as weekly check-ins or daily stand-ups, to keep 
everyone informed and engaged. Use these meetings to discuss progress, address obstacles, and provide support.

•	 Transparent Project Management: Utilize project management tools like Trello, Asana, or Microsoft Planner to 
ensure transparency in tasks, deadlines, and responsibilities. Make it a practice to keep these tools updated so that 
all team members have access to the latest information.

•	 Clear and Regular Updates: Share updates on company news, team goals, and project statuses regularly. Use 
multiple communication channels (email, chat, meetings) to ensure that information reaches all team members, 
regardless  
of location.

Cultivating strong relationships within your team sets the stage for effective collaboration and mutual respect. However, a 
team is only as strong as its leadership. In the following section, we will explore what it takes to lead a hybrid team effec-
tively, focusing on the key principles and practices that drive team success.

Action Items:
	DStandardize communication practices to ensure remote team members feel included in meetings  
and decision-making processes.
	DCreate informal digital spaces (e.g., Slack channels) for non-work-related interactions to build  
personal connections.
	DRecognize and celebrate contributions from all team members equally, regardless of their location.
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LEADING A HYBRID 
TEAM EFFECTIVELY
Balancing Autonomy, Support, and Accountability
Leadership in a hybrid environment demands a blend of empathy, adaptability, and strategic vision. It involves guiding 
a diverse team while balancing the autonomy needed for remote work with the structure required for collaboration. 
This section explores key leadership principles and practices that drive hybrid teams toward success, emphasizing the 
importance of inclusive and outcome-focused leadership.

Leading a hybrid team involves balancing autonomy with accountability and ensuring that all team members feel  
supported and included.

A team is only as strong as its leadership. From the CEO to individual project managers, the team’s vision needs to 
be constantly reinforced, and the team’s values need to be modeled. While many organizations and books can teach 
leadership skills, understanding this information as a foundation is important, but finding your own way of leading virtual 
teams is essential. The following techniques have worked for InSync.

•	 Create opportunities for responsibility. Regardless of your personal management style, it’s very difficult to 
micromanage a virtual team. It’s almost impossible to watch over someone’s shoulder. This by itself is a reason 
for a virtual team leader to learn the art of delegation. We hire people for specific roles, but it’s important to allow 
individuals to evolve in their roles and, at times, redefine those roles to better suit the virtual business model and 
their unique strengths. Creating opportunities for responsibility, even for seemingly small but important tasks, is a 
way to both empower the individuals on your team and allow the people working more closely with your customers 
to determine what the best decisions are. Front-line employees often have valuable insights into how to get a 
job done and allowing them to make changes without needing extensive justification aligns with the virtual team 
approach. 

•	 Make your vision a common vision.  The vision and values of the team need to be shared. If team members 
truly understand that they are empowered to do good work, they will have a higher level of commitment to the rest 
of the team. Knowing that they have common goals, and not passive membership, encourages a vested interest in 
supporting one another because they can trust in the shared values.

•	 Be the leader. A leader doesn’t just delegate. A virtual team leader supports, suggests, and provides guidance on 
how to best implement visions and values. It’s easy, on a virtual team, to sit back and forget about the individuals 
performing the day-to-day work. Find ways to regularly check in so your managers and team members know they are 
constantly supported. Be a leader they can be proud of.

•	 Model Inclusive Leadership: Rotate between remote and in-office work to demonstrate inclusivity.

•	 Leverage Technology for Transparency: Use project management tools to ensure everyone has visibility into 
tasks and deadlines.

•	 Foster Psychological Safety: Create an environment where team members feel safe expressing concerns without 
fear of retribution.
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Effective leadership is the engine that drives a hybrid team forward but to keep this engine running smoothly, leaders 
must focus on maintaining motivation and recognizing achievements within the team. Sustaining high performance in a 
dispersed workforce requires intentional methods of engagement and support. Let’s explore these strategies in the next 
section on maintaining and rewarding a hybrid team.

Action Items:
	DDelegate responsibilities to empower team members and foster a sense of ownership.
	DRotate between remote and in-office work to model inclusive leadership practices.
	DEstablish clear team vision and values, ensuring all members understand and are committed to them.

http://www.insynctraining.com
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MAINTAINING & REWARDING A 
HIGH-PERFORMING HYBRID TEAM
Strategies for Motivation and Recognition
Sustaining motivation in a hybrid team requires a delicate balance of recognition, support, and opportunities for growth. 
Whether employees are remote or on-site, they need to feel that their contributions are seen and valued. This section 
offers strategies for maintaining high morale and rewarding achievements in a way that fosters a sense of community and 
drives long-term success.

Motivating and rewarding hybrid teams requires consistent recognition of contributions and equal access to growth 
opportunities, regardless of location.

Once the team is established, you need to create and maintain strong working relationships. You have already ensured 
that you’ve hired self-motivated and self-managing individuals. Now, these independent people need to learn to rely 
on one another. We call this quality “independent and interdependent.” This is a difficult balance. Often, the most 
independent people are the people least likely to trust an interdependent relationship. If they are managing a project with a 
global impact, they need to believe that all shifts will be covered without constant supervision.

So, how do you maintain the energy and interest of a very independent worker, while insisting they remain interdependent 
on their team members? If an individual doesn’t understand the reason it’s worth their effort to invest in these 
relationships, they may tend to become very inwardly focused on their own tasks. Some suggestions that we have found to 
be successful are:

More Strategies:
1.	Celebrate Achievements Equally: Recognize both remote and in-office employees equally in meetings, emails, and 

team gatherings.
2.	Support Continuous Learning: Offer equal access to learning and development opportunities for remote and in-

office employees.

Metrics for Measuring Success:
•	 Use employee engagement surveys to monitor satisfaction.
•	 Track productivity through tools like Asana or Trello.
•	 Monitor turnover rates and recruitment effectiveness.

By fostering an environment of appreciation and continuous development, you ensure your hybrid team remains motivated 
and cohesive. As we conclude this guide, let’s revisit the key takeaways and outline actionable next steps for successfully 
leading hybrid and virtual teams in the ever-evolving work landscape.

Action Items:
	D Implement a system for regular recognition of both remote and in-office employees’ achievements.
	DOffer equal access to learning and development opportunities for all team members.
	DUse employee engagement surveys to monitor team satisfaction and identify areas for improvement.

http://www.insynctraining.com


23 www.insynctraining.com

KEY TAKEAWAYS AND NEXT STEPS 
FOR THRIVING IN HYBRID AND 
VIRTUAL WORKSPACES
The shift to hybrid and virtual work is not just a temporary phase but a lasting change that requires innovative leadership 
and adaptive team management practices. As a leader, your role goes beyond facilitating tasks; it involves cultivating an 
inclusive, supportive, and engaged team culture. By implementing the strategies discussed throughout this guide, you can 
thrive in the complexities of hybrid work and create a high-performing team environment.

Key Learnings Summary
•	 Adapting to the New Reality: The pandemic has fundamentally shifted team dynamics, making remote work the 

norm. Leaders must adopt new management practices to ensure their teams thrive.
•	 New Skills for Success: Effective virtual team management requires new skills such as digital communication 

proficiency, empathy, adaptability, and outcome-based leadership.
•	 Guiding Teams Through Development Stages: By understanding and supporting each stage of team 

development, leaders can guide hybrid teams toward peak performance.
•	 Building a Cohesive Team: Creating a strong foundation through strategic hiring, role clarity, and fostering a sense 

of belonging is crucial for hybrid teams to thrive.
•	 Empowering Teams: Providing the right tools, clear expectations, and open communication enables seamless 

collaboration and sustained productivity.
•	 Safeguarding Team Well-being: Proactively protecting your team from isolation and burnout fosters an engaged 

and resilient workforce.
•	 Cultivating Strong Relationships: Prioritizing inclusivity, trust, and collaboration bridges the gap between onsite 

and remote team members, ensuring a unified team culture.
•	 Effective Leadership: Balancing autonomy and accountability, while modeling inclusive and outcome-focused 

leadership, drives team success.
•	 Maintaining High Performance: Regular recognition and support for continuous learning are vital for sustaining 

motivation and rewarding achievements.

An Implementation Checklist for Leaders
As you embark on your journey to lead thriving hybrid and virtual teams, remember that success lies in both strategic 
understanding and practical application. This guide has equipped you with the knowledge to navigate the complexities 
of this new work landscape. To ensure these strategies come to life in your daily management practices, utilize the 
companion tool, “Effective Hybrid and Virtual Teams: A Step-by-Step Playbook for Leaders.” This playbook provides actionable 
steps to implement the concepts outlined in this guide, offering a tangible framework for fostering high-performing teams. 
Download the playbook (link) and integrate it into your team management toolkit to drive lasting success in your hybrid and 
virtual workspaces.

Explore More with InSync Academy
To further enhance your leadership skills and effectively navigate the challenges of managing a remote and hybrid 
workforce, consider exploring the InSync Academy Hybrid Leadership Essentials Series. This series of professional 
development workshops is designed specifically for leaders like you who aim to integrate and inspire their teams in today’s 
dynamic work environment.

http://www.insynctraining.com
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Why InSync Academy?

•	 Comprehensive Training: Gain in-depth insights into advanced virtual team management practices and strategies.
•	 Practical Application: Learn actionable techniques that can be immediately applied to your team’s daily operations.
•	 Personal Growth: Equip yourself with the skills needed to lead with confidence, adaptability, and inclusivity in the 

hybrid world.

By participating in this series, you’ll embark on a journey of personal growth and leadership development, equipping 
yourself with the tools to drive your team’s success. Don’t miss this opportunity to elevate your leadership capabilities and 
become a more impactful leader in the hybrid workplace.

Take the Next Step in Your Leadership Journey: Visit InSyncTraining.com today to explore the course offerings and 
take the next step in your leadership evolution. Transform your hybrid and virtual team into a cohesive, high-performing 
unit, and lead with the knowledge and confidence that InSync Academy provides.

http://www.insynctraining.com
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