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Abstract
Aim: This research investigates the ways in which UK managers navigate leadership responsibilities within hybrid and remote workplaces. It focuses on the competencies required, the obstacles encountered, and the evolving organisational expectations in these modern work environments.
Method: Based on secondary data gathered from industry reports, surveys, and current scholarly research, a thematic qualitative analysis was conducted. The findings were categorised under four main topics drawn from the literature: adopting digital leadership techniques, striking a balance between accountability and autonomy, using emotional intelligence in leadership, and creating a cohesive team culture.
Result: According to the study, managing hybrid teams requires a number of critical abilities, including cultural cohesion, interpersonal skills, technological leadership, and adaptive responsibility. However, the requirements for effective leadership in digital contexts differ from what is taught in leadership courses. The gap between emotional intelligence and digital abilities is one of the issues that still has to be resolved. According to the research, an integrated, forward-looking strategy to leadership development that incorporates technological, interpersonal, and cultural competences is required to meet the evolving demands of modern work environments.
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[bookmark: _Toc199690933]Chapter 1: Introduction
1.1 [bookmark: _Toc199690934]Background of the Chapter
The COVID-19 epidemic has completely changed the workplace and hastened the worldwide transition to remote and hybrid work arrangements (Amankwah-Amoah et al., 2021).  Organisations in the UK swiftly adjusted to new working circumstances that strike a mix between flexible on-site settings and digital cooperation (Nguyen-Duc et al., 2022).  Although this change has brought about a number of advantages, including greater flexibility, better work-life balance, and cost effectiveness, it has also presented managers with new difficulties.  The ability of conventional leadership theories and training curricula to lead teams through remote collaboration, employee retention, and productivity is being examined.
[image: ]
Figure 1: Remote Working Rate in percentage in UK in COVID-19
(Source: Hooson, 2024)
With the expansion of hybrid and remote work models, many organisations have strengthened their leadership development programmes (LDPs) to help managers adapt to the new expectations of digitally enabled workplaces (Loumpourdi, 2024). These programmes typically emphasise core capabilities such as emotional     intelligence, strong communication, flexibility, and digital fluency. However, despite their increasing adoption, there is ongoing debate regarding how effectively LDPs prepare UK managers for the practical, day-to-day challenges of flexible work arrangements (Awashreh and Sayyad, 2023). Critics argue that many existing programmes still rely heavily on traditional leadership frameworks that may not fully support the complexities of managing geographically dispersed teams. As hybrid and remote work solidify their place in modern organisations, it becomes essential to assess whether current LDPs genuinely equip leaders with the updated skills they require. Examining the relevance and real-world impact of these programmes is necessary to ensure they contribute meaningfully to managerial effectiveness in the post-pandemic business environment (Alsalman, 2025)  
1.2 [bookmark: _Toc199690935]Problem Statement
The effectiveness of leadership development programs in hybrid and remote work is yet unknown, even though most organisations have put them in place (Ikävalko, 2024).  The unique complexities of managing remote employees are sometimes beyond the scope of conventional leadership training created for in-office employment.  Nowadays, UK managers must maintain employees' mental health from a distance, build trust even when they are not physically there, and lead across online platforms that skills that are not often adequately addressed in traditional training (Liberati et al., 2021).
In addition, academic and professional literature is incongruent on the true extent to which these programs affect managerial performance and team results in remote settings. Numerous studies have examined theoretical models or generic leadership skills, without directly assessing how these then apply to hybrid or remote work. What this leaves is an acute need to assess whether leadership development initiatives are actually preparing managers for the challenges they are facing today in a more digital and flexible work environment.
1.3 [bookmark: _Toc199690936]Research Rationale
There is an urgent need to make sure that leadership training adapts to the changes as remote and hybrid work become more and more integrated into the organisational environment of the majority of UK businesses (Grzegorczyket al., 2021).  The effectiveness of leadership development programs in meeting the psychological and practical demands of managing virtual teams makes this study both relevant and appropriate.
By carrying out a secondary qualitative synthesis of past research, this research presents a holistic overview of prevailing thought leadership, practical experience, and thematic understanding. It aims to fill the gap between theoretical training and practice by integrating knowledge from several qualitative studies. The reason for this strategy is to better understand how well UK managers are prepared for the challenges presented by non-traditional work settings and where improvements in leadership training should take place.
This paper adds to the conversation around organisational resilience in the face of uncertainty, leadership adaptability, and workforce change. It will support the learning and development (L&D) practitioners, HR specialists, and policymakers in the UK who are in charge of creating and carrying out successful leadership interventions.
1.4 [bookmark: _Toc199690937]Research Aim and Objectives
Research Aim
To assess the effectiveness of leadership development programs in equipping UK managers with the skills needed to manage hybrid and remote work environments effectively.
Research Objectives
· To review on leadership development in the context of hybrid and remote work.
· To identify key competencies and challenges faced by UK managers in digital and flexible work environments.
· To evaluate the alignment between leadership training content and the practical needs of hybrid or remote management.
· To highlight gaps and opportunities in current leadership development strategies.
· To propose recommendations for enhancing leadership development programs to better suit the future of work.
1.5 [bookmark: _Toc199690938]Research Significance
There are several reasons why this research is significant.  First of all, it highlights a pressing issue that is always evolving and influencing managers' and their teams' productivity and well-being.  The need for leadership to be adaptable in order to be effective is increasing as businesses adopt more flexible work patterns.  For HR specialists, training providers, and company executives hoping to strengthen their leadership pipelines in the digital age, the findings of this study will be invaluable.Second, the research adds to the sparse academic literature that explicitly discusses leadership development in the context of hybrid and remote work. By synthesising and reviewing previously qualitative research results, this study provides a detailed basis for understanding the effectiveness of existing programs and proposes actionable enhancements.
Because it promotes more human-centred, inclusive, and responsive leadership techniques that are better suited to the possibilities and difficulties of a post-pandemic workplace, the study has societal importance. In this way, it is in line with strategic resilience, staff well-being, and broad organisational sustainability.
1.6 [bookmark: _Toc199690939]Research Structure
The dissertation is organised into five chapters, each building logically towards the final conclusions.

Chapter 1: Introduction
This chapter outlines the broader context of the study, clarifies the research problem, and presents the purpose, relevance, and overall direction of the project.

Chapter 2: Literature Review
The second chapter analyses key academic sources, including established theories, conceptual frameworks, and recent studies related to leadership development, hybrid and remote work, and managerial competencies.

Chapter 3: Methodology
This chapter details the approach used to collect and interpret secondary data, explains the chosen research design, and addresses the ethical considerations of conducting qualitative secondary research.

Chapter 4: Findings and Discussion
Chapter four presents the thematic findings and critically discusses them in relation to the research objectives and reviewed literature.

Chapter 5: Conclusion and Recommendations
The final chapter summarises the core insights, offers recommendations for improving leadership development practices, and identifies potential avenues for further academic investigation.

[bookmark: _Toc199690940]Chapter 2: Literature Review
[bookmark: _Toc199690941]2.1 Overview
The literature on leadership development programs and how well they prepare managers in the UK for remote and hybrid work is covered in this chapter. Key abilities for managing flexible workers, leadership development concepts, the evolution of leadership over time, and the usefulness of such programs in the post-pandemic age are all covered. In addition, it outlines the current research gaps and examines the unique challenges faced by managers in remote and hybrid settings. The study's theoretical foundation is provided by this review, which also confirms the necessity of improving leadership development interventions in the modern, dynamic, and technologically advanced workplace.


[bookmark: _Toc199690942]2.2Leadership Development Programs: Concepts and Evolution
In order to improve management performance and provide leaders with the skills they need to handle the challenges of the workplace, leadership development programs, or LDPs, are becoming a crucial organisational tool (Loumpourdi, 2024). Osuagwu (2022) claims that historically, LDPs have concentrated on developing strategic thinking, decision-making, people management, and organisational planning. These courses were created to foster high-performance leadership, and they have traditionally been taught through classroom instruction, seminars, coaching, and in-person training. According to Brannen et al. (2021), the main goals have been to enhance leadership pipelines, increase employee engagement, and match individual potential with more general organisational objectives.
Over time, the design and delivery of leadership development programs have changed to accommodate shifting corporate settings. Historically, leadership programs have tended to be one-size-fits-all, focussing more on developing broad management abilities than on specific contexts or changing dynamics of the workplace (Behieet al., 2023).As per the statement of Perrang (2023), the pandemic of COVID-19 became a turning point in leadership development. The rapid shift to remote and hybrid workspaces brought up new challenges that had not been addressed by traditional programs. With reduced in-person interactions, digital communication, virtual team management, and maintaining morale from afar became the need of the hour. This sped up the evolution of LDPs, with still more focus on flexibility, tech-savviness, and psychological safety. Organisations began incorporating online modules, virtual mentoring, and scenario simulations to mimic the dynamics of the post-pandemic work space.
There was a discernible change in leadership development delivery methods along with the content shift. Training became easier and more scalable with the shift to digital learning platforms (Kem, 2022). Leaders may now study from anywhere at any time via peer collaboration forums, live webinars, and self-paced learning. Organisations were able to offer more individualised learning paths by defining programs according to job, level, and work environment thanks to this shift in the digital age. Even with these improvements, there are still problems with how well online LDPs function, particularly when it comes to learning engagement, interaction, and transferring learnt skills to real-world scenarios in complex contexts (Mabuan, 2022).
According to Pialaet al. (2024), the emergence of leadership development programs is an example of how the nature of work is changing and how there is a continuing need for learning. LDPs have changed significantly from traditional in-person formats to tech-enabled, remote-friendly versions. However, there is ongoing research and critical analysis needed to determine whether these initiatives are adequately preparing leaders to handle the particular stresses of remote and hybrid work (Edwards-Fapohunda, 2024).
[bookmark: _Toc199690943]2.3Leadership Competencies for Remote and Hybrid Work
As per the statement of Sjögren Nyberg (2023), a new leadership paradigm has emerged as a result of the growth of remote and hybrid work, which calls for a change in the abilities often associated with effective management. Leaders can no longer rely on physical presence, visibility, or hierarchical authority to inspire and guide their workforce (Koilakonda, 2023). Instead, they must develop and demonstrate a variety of people-oriented, technology-aware, and adaptable abilities in order to successfully navigate the hurdles presented by flexible work schedules.
Among the competencies required in hybrid and remote settings, emotional intelligence stands out as particularly important.
Managers are more likely to foster a cohesive and resilient team culture if they can actively listen, build trust online, and respond tactfully to personal issues explained by Dinh et al. (2021).Sokolić (2022) stated that, communication skills have also become much more crucial in hybrid and remote work environments. The lack of impromptu face-to-face interactions requires clear, consistent, and intentional communication through digital channels. Leaders need to be highly skilled at using a variety of communication tools like video conferences, instant messaging, and project management tools (Lee, 2021). They should communicate expectations clearly, make each member of the team understand organisational goals, and facilitate collaboration despite geographical separation.
[image: A hybrid workplace framework for the senior leadership team | by James  Robertson | Digital employee experience (DEX) | Medium]
Figure 2: Aspects of hybrid workplace framework
(Source: Karneli, 2023)
Flexibility and adaptability are other important leadership qualities in the modern workplace stated by Karneli (2023). Managers need to be capable of quickly reacting to changes in technology, employee demands, and outside business conditions. Managing different work schedules, disparate home settings, and unpredictable productivity levels is often part of leading remote teams (Poláková et al., 2023). Adaptive leaders are those who are capable of finding structure amidst freedom, fostering self-management, and remaining receptive to feedback and ongoing learning.
Digital literacy is yet another core skill. Executives must be at ease with the digital technology that enables remote collaboration, performance monitoring, and virtual connection explained by Nikou, De Reuver and Mahboob Kanafi (2022). This involves not only having a general knowledge of how to utilise such tools but also being capable of steering conversations around digital transformation and making sure that teams utilise technology optimally to remain connected and productive (Kadhim, 2024).
Effective leaders in remote and hybrid environments need to be effective self-leaders (Niskanen, 2021). To lead others remotely, one needs to manage oneself that remain organised, disciplined, and emotionally centered. This internal skill enables leaders to set the example of the behavior they are expecting from their teams and lead by example even when they are not directly with them.
[bookmark: _Toc199690944]2.4Effectiveness of Leadership Development Programs
Organisational discussion has focused on the effectiveness of Leadership Development Programs (LDPs), especially in light of evolving work environments supported by remote and hybrid structures stated by Douglas et al. (2022). Even while the majority of companies invest a significant amount of money in these programs, there is growing doubt about whether they are really giving leaders the tools they need to handle obstacles in flexible work settings. Quantifying the learning of abilities is only one aspect of measuring performance; another is assessing how those skills are used in dynamic and often unpredictable work environments (Barthakur et al., 2022).
In the past, participant satisfaction, course completion, and post-course evaluation have been used to measure LDP success. However, these metrics frequently fail to identify follow-up behavioural shifts or improvements in team performance that are suggestive of genuine leadership growth (Toma et al., 2023). These deficiencies are exacerbated in remote and hybrid settings because the challenges that leaders encounter there are maintaining engagement, remotely enhancing performance, and fostering employee well-being that are complex and situation-specific.
As per the statement of Dionglay and Callo (2024), one of the most important areas impacting the perceived effectiveness of LDPs is the mismatch between training material and realities of work after the pandemic. While most programs continue to be based on generic modules and old leadership theories, today's leaders require specific guidance on digital communication, managing virtual teams, and resolving remote conflict. Absent these hands-on aspects, programs can fall short of preparing managers to effectively lead remote teams (Kalman, Kalendermand Cesur, 2022).
Additionally, delivery mode plays a key role in retention and application of learning. Due to trends towards remote work, LDPs have increasingly adopted virtual delivery explained by Tolonen et al. (2024). Although this enhances access and cost savings, it has the potential to weaken the interactive and experiential nature of learning that is essential to the formation of soft skills. Learners might find it challenging to become intensely engaged with course content or forego rich peer-to-peer learning opportunities that tend to be more effective in the direct setting.
On the brighter side, courses that incorporate realistic situations, one-on-one coaching, and peer-to-peer collaboration have been more successful in equipping leaders for hybrid issues (Harwood, 2025). These elements provide learners with the opportunity to exercise decision-making in realistic situations and get immediate feedback, closing the gap between theory and practice. Additionally, organisations that integrate continuous support in the form of mentoring or follow-up sessions consistently report better success stories in leadership change (Karsanet al., 2024).
Despite this, LDPs perform mediocrely generally, particularly when considering the changing requirements of hybrid work. The majority of programs lack sound assessment plans that track the long-term consequences of leadership. As work continues to evolve, companies will demand more flexible and evidence-based approaches to leadership development in order to integrate employee feedback, align program objectives with business needs, and use technology to enhance learning outcomes.
[bookmark: _Toc199690945]2.5Challenges in Hybrid and Remote Work for Managers
Perhaps the most significant challenge is keeping channels of communication open. In the case of a hybrid or completely remote setup, a lack of physical closeness may get in the way of spontaneous discussions, casual check-ins, and fast clarifications (Grzegorczyket al., 2021). Managers need to now use technology-based tools to connect with their teams, which quite frequently results in misunderstandings, delayed reactions, or communication fatigue. Having messages clearly delivered, in a timely manner, and inclusive poses a constant challenge, where managers must over-communicate on occasion to ensure clarity and transparency.
Establishing and maintaining trust is yet another big challenge stated by Babapouret al. (2021). Without physical presence, managers might find it difficult to accurately gauge employee participation or performance, potentially culminating in micromanaging or the feeling of disconnection among workers. Trust must be established on the basis of regular communications, clear expectations, and result-oriented performance management (Funck, 2025). But this balance is not easy to achieve, particularly for managers accustomed to the conventional control mode.
Tracking productivity without being overbearing is also a fine balancing act. Managers are asked to switch from time-driven to outcome-driven assessment, with increased emphasis on output and work quality rather than time spent explained by Olson (2022). The change can be challenging, particularly for organisations that have historically prised visibility and presenteeism. It is important to set balanced, adaptive, and realistic performance measures, but it can involve retraining and organisational culture change.
Employee engagement and team cohesion are also challenges. Remote and hybrid work can isolate workers and decrease social interactions, diluting team cohesion and a sense of belonging (Ndandani, 2024). Managers need to devise creative strategies for building connection, promoting collaboration, and maintaining a shared team identity. This typically means organising virtual team-building sessions, one-on-one meetings, and frequent feedback sessions, which contribute to the manager's workload (Oham and Ejike, 2024).
As per the statement of Usman et al. (2021), managers must also be able to help employees' emotional health and wellbeing. Those who work remotely may experience loneliness, burnout, or difficulty unplugging from their work. Even when there are no outward signs, managers are being asked more and more to spot these signs and take action. This requires sensitivity, empathy, and emotional intelligence are the skills that may not have been at the top of the list for traditional leadership training (Heide and Simonsson, 2021). 
[bookmark: _Toc199690946]2.6 Research Gap
Although current literature emphasises the increasing significance of leadership development courses and describes important remote and hybrid work competencies, little prior research has measured the effectiveness of these programs in the UK context. A lot of the present work is theoretical or based on universal leadership concepts without the critical analysis of how effectively these programs match the changing needs of flexible workspaces. Furthermore, there is a lack of research on managers' everyday experiences and concrete issues. This lack highlights the necessity to conduct studies that investigate the actual influence of leadership development on hybrid and remote leadership preparedness.

[bookmark: _Toc199690947]Chapter 3: Methodology
[bookmark: _Toc199690948]3.1 Research Philosophy
The interpretivist philosophy informing this research acknowledges that leadership effectiveness and development are socially and culturally constructed realities (William, 2024). In contrast to positivist methods aimed at finding objective, universal truths, interpretivism is concerned with recognising how people experience and make sense of the world they live in (Kaluarachchi, 2025). Leadership development, especially, is shaped subjectively by personal experiences, organisational culture, and context, hence a highly human and evolving process. 
[image: Guide to Understanding the Research Onion | 15 Writers]
Figure 3: Research Onion
(Source: Kaluarachchi, 2025)
This paradigm is particularly well-suited to the current study, which aims to investigate the multifaceted and dynamic process of leadership training in the post-pandemic workplace. At an era when telecommuting and hybrid work models are transforming leadership practice, the interpretivist paradigm enables a sophisticated analysis of how leaders are educated to handle such transformations (William, 2024). By concentrating on existing qualitative research and the views of experts, this research documents the different and situation-specific meaning associated with leadership. It appreciates richness of insight over generalisation, so interpretivism is an appropriate paradigm through which to research the study's aims.
[bookmark: _Toc199690949]3.2 Research Reasoning
The research takes an inductive approach, which is conducive to establishing wider generalisations from particular observations contained within qualitative data. In contrast to testing a hypothesis, the research examines nascent themes concerning the success and setbacks of leadership programmes.  The inductive reasoning is well suited to exploratory research in which the objective is to arrive at meaningful patterns through described phenomena. This method allows the researcher to be receptive to new understanding, with theory to be developed from evidence collected through secondary sources (Thomas, 2003).
[image: Inductive Approach (Inductive Reasoning) - Research-Methodology]
Figure 4: Inductive approach
(Source: Thomas, 2003)
[bookmark: _Toc199690950]3.3 Research Design
[bookmark: _Toc199690951]This study's exploratory, qualitative methodology relies on secondary data. Given the goals of the study and the type of data that will be used, the design is a good match (Vartanian, 2010). Without gathering fresh primary data, the goal is to have a thorough understanding of flexible working practices in the UK in comparison to leadership development. The framework encourages a critical evaluation of many points of view and emphasises the importance of practitioner competence and expert judgement. It makes it easier to draw conclusions about the current state of affairs and spot any possible gaps in leadership training by incorporating earlier studies (Van den Berg and Struwig, 2017).
3.4 Research Strategy
[bookmark: _Toc199690952]This research study based on secondary qualitative research, previous qualitative studies on leadership in remote and hybrid workplaces in the UK have been systematically examined and evaluated (Heaton, 2008). Scholars can extract new insights from current information without compromising academic standards by using secondary qualitative data analysis. This approach saves time and money in the field by providing access to rich contextual data that purports to reflect the richness of actual life (Sherif, 2018). Additionally, it enhances the study's credibility by drawing from a variety of reliable sources, which makes it ideal for providing direction on future leadership practices and policies.
Examining the effectiveness of programs for leadership development and how they prepare managers to manage remote collaboration, online communication, emotional intelligence, and work-life balance is the strategic goal. The study compiles information from several sources to determine patterns and differences in leadership readiness to have a realistic view of emerging issues and success factors.
3.5 Data Collection Method
Information for this research were collected by means of purposive sampling of six secondary qualitative sources. These sources were chosen based on certain criteria to make sure that they were relevant and credible. First, all the sources were concerned with leadership development in the UK in the context of hybrid and remote workplaces. Second, all publications within the previous eight years were taken into account to ensure that information was recent, current, and aligned with post-pandemic trends. Third, the sources had to touch on major leadership results like communication, flexibility, and digital competence to core competencies in flexible working structures.
The chosen sources comprised journal articles, government reports, and reviews of leadership development programmes. All sources were carefully examined for extracting insightful and relevant information that was consistent with the research goals. Special care was taken to ensure academic rigor with a preference for documents presented by reputed professionals or institutions known in leadership and organisational development. This ensured the quality and applicability of the data.
[bookmark: _Toc199690953]3.6 Data Analysis Method
The data were analysed with thematic analysis, a technique ideally suited to identifying, analysing, and reporting common patterns in qualitative data. The process adopted the consisting of a number of major stages (Clarkeand Braun, 2017):
· Getting acquainted with the information by reading the sources several times 
· Coding of relevant text passages about training efficacy and leadership abilities 
· Codes are categorised under general topics such as communication strategies, emotional intelligence, digital skill development, and management adaptability.
· Combining trends to clarify how training initiatives affect managers' readiness
Thematic analysis facilitates systematic interpretation of qualitative data without loss of depth and contextual richness of the original texts. It facilitates the construction of thematic narratives regarding leadership requirements and issues in flexible workplaces.
[bookmark: _Toc199690954]3.7 Ethical Considerations
This study strictly adheres to ethical principles even when it has only used secondary data. The sources that have been used have been properly cited based on the Harvard Referencing System to uphold scholarship integrity and acknowledge original authors. The sources used for analysis are gained from verifiable, reputable, and scholarly-approved publications such as journals and institutional reports (Panjaitan, Novelynand Angreni,2024). This is a way of ensuring the authenticity and credibility of information. 
In accordance with the guidelines provided by the researcher's university, the Ethics Application Form was also completed and approved prior to the start of the study. The work maintains transparency, respects intellectual property rights, and exemplifies the norms necessary for academic research through such ethical procedures. These arguments support the study's validity and demonstrate the researcher's diligence in conducting a morally and respectfully sound investigation into leadership development.




[bookmark: _Toc199690955]Chapter 4: Results And Discussion
[bookmark: _Toc199690956]4.1 Findings
[bookmark: _Toc199690957]4.1.1 Table on selected papers
	Author(s)
	Year
	Relevancy to the Topic

	UK Parliament – POST Briefing (PB-0049)
	2021
	This POST briefing offers current information on how UK workers are shifting to remote and hybrid work arrangements in the wake of the COVID-19 outbreak. Despite not being scholarly, its policy-driven perspective is quite pertinent. It illustrates how leadership practices must evolve to accommodate flexible models, recommending a shift to outcome-based leadership and improved communication techniques. According to the briefing, leadership training should be updated to include new competencies like managing distant teams, digital communication, and cultural sensitivity. Its conclusions immediately contribute to the knowledge of what training for leadership in the UK should entail when talking about government-backed plans.

	UK Government – Flexible Working: Qualitative Analysis
	2021
	The lived reality of flexible employment for both businesses and employees are reflected in this official report. Despite not being directly about leadership, it persuasively and indirectly reflects what is expected of leaders in flexible workplaces. For example, managers are expected to show empathy, listen well, and be able to modify their management style to fit the needs of each team member. These findings can help direct the creation of leadership development initiatives, putting leaders in a better position to assist hybrid teams. The source is helpful for aligning training content with work life as it highlights a significant training demand for interpersonal and emotional intelligence abilities.

	ACAS – Organisational Case Studies on Flexible Working
	2021
	This paper, which was released by the Advisory, Conciliation and Arbitration Service (ACAS), compiles case studies from businesses in the UK that have effectively adopted flexible work schedules. These real-world examples illustrate how managers are adapting their approaches and which leadership traits are most effective in hybrid settings. It suggests a methodology for training design and identifies communication, flexibility, and trust-building as critical qualities. Even if the content is not scholarly, its practical application makes it a vital source. This source explicitly supports the link between leadership training and the demands of remote and hybrid management by demonstrating effective leadership techniques in practice.

	Taylor, H., Vigneau, L., Florisson, R., & Khan, M. – Hybrid and Remote Working in the North of England
	2021
	This scholarly paper from Newcastle University Business School offers knowledgeable, fact-based research on how leadership in the North of England is changing as a result of hybrid work.  Because it gives actual data on leadership difficulties and especially targets the UK workforce, it is highly relevant.  The authors recommend transformational leadership above transactional leadership, particularly when working with distant teams.  Subjects including inclusivity, well-being assistance, and digital communication are noted as urgent needs for leaders' growth.  The analysis supports the claim that training materials should be redesigned to take into account these new situational and skill needs.  Teachers of leadership and human resources will find it especially helpful due to its UK focus and demanding academic background.

	Ahmed, S. and Smith, E. – The Future of Work: Adapting to Remote and Hybrid Models
	2023
	This peer-reviewed article, albeit being produced outside of the UK, is somewhat relevant because it considers the leadership styles of multinational corporations based there. In addition to discussing the global trend towards hybrid work, it looks at leadership traits including flexibility, digital literacy, and cultural sensitivity. Each of these traits reflects the abilities required of leaders in the evolving workplace in the United Kingdom. The author promotes training programs that are in line with trends in the workplace of the future, such the incorporation of artificial intelligence, online team collaboration platforms, and leadership that prioritises welfare. The results offer a useful theoretical foundation to direct leadership training strategies, especially in big UK-based organisations, and are both generalisable and executable.


	Roux, M. – Leadership and Leadership Development in the Context of the Future of Work (Doctoral Dissertation)
	2022
	Roux's dissertation looks at leadership development approaches that are applicable globally in hybrid workplaces. The study advocates for adaptable, reflective, and experience-based learning approaches in place of rigid models of leadership development. These principles are especially important for UK businesses looking to build management teams that are resilient and flexible. Integration of technology, managing virtual teams, and interpersonal skills are all given top attention; these are all topics that UK leadership programs need to cover. While the UK context is not the primary focus, the dissertation's frameworks can be used to help offer more adaptable and effective training in the UK.



Table: Critical Analysis of Selected Sources Relevant to Leadership Training and Hybrid/Remote Work in the UK
[bookmark: _Toc199690958]4.1.2 Explanation
1. UK Parliament – POST Briefing (PB-0049), 2021
According to the study, managers should abandon presenteeism, which holds that workers must be physically present in order to do tasks. Instead, it encourages leaders to build trust and autonomy by leading by outcomes. Few managers in the UK have received training in managing remote teams, dispersed processes, and team cohesiveness remotely, according to the briefing, which also discusses how hybrid working challenges established leadership paradigms. These findings emphasise how crucial it is to update leadership development to reflect these evolving demands.
2. UK Government – Flexible Working: Qualitative Analysis, 2021
This briefing from the Parliamentary Office of Science and Technology (POST) offers a thorough examination of remote and hybrid work arrangements in the UK. Even if it might not be printed in a scholarly publication, it has a lot of authority because of its official support. The research highlights the trend towards more flexible work arrangements in the UK workforce, which has been fuelled in particular by the pandemic.This UK government report gives employees and employers qualitative response on flexible work. Although it is not specifically about leadership, the results are essential in knowing what employees look up to their leaders for in a flexible setup.The paper sees an increasing demand for more empathetic, flexible, and responsive leaders. It highlights the importance of the manager in bringing about flexibility work through accessibility and adjusting leadership to meet the needs of individual team members. These are departures from command-and-control management and suggest a focus on training in soft skills like emotional intelligence, communication, and teamwork.The UK-specific findings shared support the value of revising leadership development interventions to incorporate a more sophisticated analysis of hybrid and remote worker needs.
3. ACAS – Organisational Case Studies on Flexible Working, 2021
The Advisory, Conciliation and Arbitration Service (ACAS) offers a special contribution through its set of UK-based case studies exploring the way organisations are coping with flexible working practices. The case studies concentrate on actual examples from public and private sectors and provide rich practical insights. The necessity of trust-based leadership in hybrid situations is one important conclusion. The case studies support the notion that effective remote leadership requires positive management techniques, regular communication, and well-defined expectations. Some of the study's participating organisations implemented leadership development programs that prioritised previously underemphasised abilities including instruction, compassion, and mental health awareness. This source is particularly pertinent since it shows how leadership models are implemented in a UK-specific context and how training interventions might easily encourage the utilisation of flexible working hours. It fills up the gaps between the two fields.
4. Taylor, H., Vigneau, L., Florisson, R., and Khan, M. – Hybrid and Remote Working in the North of England, 2021
This paper from Newcastle University Business School is among the most comprehensive academic studies on remote and hybrid working in the United Kingdom. The report provides data-driven examination of leadership issues and adaptations while accounting for regional adoption reactions to hybrid working in the North of England. The paper emphasises that when many businesses switched to hybrid models, they encountered significant gaps in leadership preparation. Creating training courses on inclusive management techniques, wellbeing support, and digital leadership is one important suggestion. According to the report, leadership styles should change from transactional to transformative. This implies that rather of giving orders to their staff, leaders must inspire, involve, and empower them.It also highlights the need for leadership resilience and agility, which are essential when working across multiple digital platforms and with virtual teams.This British-focused scholarly piece presents both empirical data and strategic advice, making it a cornerstone for comprehending how leadership development needs to change in the hybrid age.
5. Ahmed, S. and Smith, E. – The Future of Work: Adapting to Remote and Hybrid Models, 2023
Even though it is located outside the UK, this scholarly article uses practices in UK-based multinational companies, so it is partially applicable. The article examines the way global leadership trends are evolving with evolving hybrid work arrangements.Ahmed and Smith recognise emergent leadership skills that will be needed in future work, such as tech-savviness, inclusive decision-making, and strategic foresight. These competencies fit very well with the UK's growing focus on digital transformation and automation in leadership processes.
The article also explains the way leadership development needs to be more adaptive, future-focused, and digitally enabled. It stresses that initiatives need to be in line with overall organisational transformation strategies, such as remote working infrastructure, AI embedding, and wellbeing for employees.Although not entirely UK-centric, the applicability of its findings means it is extremely relevant to UK businesses which are international or want to align themselves with global best practices.
6. Roux, M. – Leadership and Leadership Development in the Context of the Future of Work, 2022
In his PhD dissertation, Roux assesses current approaches of leadership development and advocates for a more dynamic and customised approach. Despite not being UK-specific, its theory gives it worldwide relevance. According to Roux, the majority of leadership development programs are out of date and fail to take into account the subtleties of modern work environments, particularly hybrid models. Her praised methods for effective leadership training include digital upskilling, reflective practice, and experiential learning. Importantly, the dissertation emphasises self-awareness, team resilience, and emotional intelligenceall of which are critical in remote team settings.These theoretical foundations are translatable to the UK for higher education institutions and companies wishing to overhaul leadership curricula. Roux's research, indirect though it is, offers a useful conceptual framework for overhauling leadership development for conformity with contemporary, flexible work spaces.
Conclusion
The majority of the examined studies are from UK sources, and they strongly suggest that leadership training has to be redesigned to meet the real-world demands of managing remote and hybrid teams. The following themes appear repeatedly in the documents: 
· The significance of empathy and emotional intelligence in leaders 
· Teaching executives how to coordinate remote teams and communicate digitally 
· The shift in leadership approaches from traditional to inclusive and transformative 
· The importance of autonomy, trust, and well-being in workplace culture 
These conclusions are shown using data and practice from POST, ACAS, and Newcastle University's UK-specific papers. Further results from global research offer theoretical depth and prospective perspectives. When taken as a whole, they provide a strong case for redefining leadership development to reflect the changing nature of the UK workplace.
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	Codes
	Secondary Excerpts (from Interview Data)
	Code Descriptions
	Themes

	Digital Communication Tools
	“We had to get familiar with Teams and Zoom quickly. It wasn’t part of our job before.”
	Reflects how managers adapted to using digital platforms for daily communication and operations.
	Adoption of Digital Leadership Practices

	Empathy and Emotional Support
	“I had to be more sensitive to my team’s personal situations at home – like homeschooling and stress.”
	Indicates the increased demand for leaders to practice emotional intelligence and show empathy.
	Emotional Intelligence in Leadership

	Output-Oriented Leadership
	“It’s less about clocking hours and more about what you actually deliver now.”
	Reflects the shift in evaluating team members based on outcomes rather than attendance or presence.
	Balancing Autonomy and Accountability

	Virtual Team Building
	“We had to invent ways to keep the team spirit alive—like online games or coffee breaks.”
	Efforts made by leaders to build morale and engagement through creative remote strategies.
	Fostering Team Cohesion and Culture
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This section presents a detailed thematic analysis of secondary data related to leadership in hybrid and remote work environments, structured around four key themes identified in the literature review: Adoption of Digital Leadership Practices, Emotional Intelligence in Leadership, Balancing Autonomy and Accountability, and Fostering Team Cohesion and Culture. The analysis evaluates the current leadership challenges and strategies reflected in secondary data and juxtaposes them with established academic and industry insights.
Theme 1: Adoption of Digital Leadership Practices
The rapid adoption of digital leadership approaches, which have proven crucial for managing globally dispersed teams in the post-pandemic era, is evident from the secondary data. As a result of remote and hybrid work patterns, organisations have become more and more dependent on digital channels to handle management, interaction, and joint operations. According to a Perrang (2023) poll, almost 70% of businesses have boosted their investments in digital leadership technologies, such as project management software, video conferencing tools, and fast feedback systems. This is consistent with the opinions expressed by Kem (2022), who said that digital technology offers flexible and easily available avenues for leadership development and permits prolonged staff participation regardless of location.
Furthermore, the secondary data show that knowledge of technology is becoming a necessary rather than optional leadership ability. It has been discovered that teams with CEOs who can embrace and guide digital change are more innovative and adaptable. These leaders instill decision-making and cultivate a culture of continuous learning, according to Nikou, De Reuver, and Mahboob Kanafi's (2022) findings. Additional proof of how cloud-based collaboration software promotes operational openness and decision-making efficacy may be found in case studies of multinational corporations.
However, the shift to digital leadership has not been without its difficulties. One significant issue raised by the secondary data is the digital gap, or the disparity in leaders' technology proficiency. It hinders efficient team management and results in unequal application (Behie et al., 2023). Additionally, overuse of electronic communication reduces interaction richness, making it difficult to effectively express intents and feelings due to the absence of nonverbal cues. This problem aligns with Lee's (2021) warning about the challenges of successful virtual communication, which might result in misunderstandings and weakened interpersonal bonds.
The evidence from secondary data indicates that businesses must immediately invest in leaders' ongoing digital training and ensure that they are utilising smart, user-friendly solutions. These programs have the potential to reduce the skill gap and improve communication effectiveness.The findings concur with Sokolić (2022) and Perrang (2023), who both stress the importance of digital leadership in today's successful organisations. In order to keep their teams cohesive and productive, leaders must be more adaptable and forward-thinking in their use of technology as it develops in digital arenas.
Theme 2: Emotional Intelligence in Leadership
The secondary data clearly shows how quickly digital leadership methods were adopted, which were essential for leading geographically scattered teams in the post-pandemic environment. Organisations have greatly benefited from digital platforms for leadership, communication, and collaboration as a result of the shift to remote and hybrid work patterns. About 70% of businesses raised their investment in digital leadership tools, such as real-time feedback systems, project management applications, and video conferencing software, according to a Perrang (2023) poll. This supports the ideas put out by Kem (2022), according to which digital technologies help sustain employee engagement regardless of location and offer scalable and easily available options for leadership development.
Furthermore, the secondary data indicates that digital literacy is becoming a fundamental leadership ability rather than an elective. It has been demonstrated that leaders that successfully embrace and guide digital change encourage their teams to be more creative and flexible. Nikou, De Reuver, and Mahboob Kanafi's (2022) study supports this, emphasising that these leaders foster a culture of agile decision-making and continual development. 
Case studies of multinational corporations also demonstrate how collaborative tools that are cloud-based facilitate decision-making and increase operational transparency. However, the transition to digital leadership has not been without its challenges. One of the issues mentioned in the additional information is the digital gap, or differences in leaders who are tech-savvy. It reduces effective team management and results in unfair implementation (Behieet al., 2023). Furthermore, because electronic communication lacks non-verbal clues, excessive usage of technology can reduce interaction richness and make it difficult to express goals and emotions. This problem aligns with Lee's (2021) warning that barriers to efficient virtual communication might result in misunderstandings and strained interpersonal ties.
Finally, evidence from secondary data implies that organisations need to spend significant resources on the perpetual digital education of leaders and on ensuring that becoming accustomed to user-friendly, intuitive systems is one of the priorities. Such initiatives can close the skills gap and improve communication efficacy. The findings are corroborated by Sokolić (2022) and Perrang (2023), who both stress that digital leadership is one of the essential components of success for modern organisations. Leaders must be flexible and fast to respond when using technology to preserve team cohesiveness and productivity since digital environments are always changing.
Theme 3: Balancing Autonomy and Accountability
Since direct supervision is reduced in hybrid work contexts, the secondary data revealed a sensitive challenge: striking a balance between autonomy and accountability. According to the literature, flexible work arrangements increase employees' sense of autonomy, which boosts their drive and inventiveness (Olson, 2022; Karneli, 2023). However, the secondary data confirms that this independence might lead to uneven performance and poor communication if there are no clear accountability frameworks in place (da Silva et al., 2022).
Multiple organisations' survey data demonstrate that successful hybrid leaders define expectations clearly and apply results-oriented management through outcome-based performance measurements instead of time-based monitoring, corresponding to Olson's (2022) call for results-oriented management. This practice facilitates employees' autonomy while maintaining alignment with company objectives.
Concurrently, accountability processes like frequent check-ins, open reporting, and utilisation of digital productivity software are essential to maintaining performance. A global consultancy case study demonstrated how incorporating weekly virtual "stand-ups" boosted team exposure and accountability without diminishing autonomy (Poláková et al., 2023).
However, there are hazards associated with secondary data. To the disadvantage of trust and morale, leaders struggle to overcome their micromanagement inclinations, especially when working with team members who lack experience or autonomy (Babapour et al., 2021). The handling of leaders' conundrum in granting autonomy while preserving performance by Brannen et al. (2021) is supported by this. Generally speaking, the secondary data supports the literature's claim that good hybrid leadership balances responsibility and autonomy through open communication, trust-building, and flexible performance management techniques (Karneli, 2023; Olson, 2022).
Theme 4: Fostering Team Cohesion and Culture
Team cohesion and organisational culture are key leadership concerns during the hybrid work period. The secondary data indicates an overall drop in spontaneous social moments and casual moments of bonding, which previously helped generate trust and cultural fit (Ndandani, 2024). This supports Oham and Ejike's (2024) prediction of greater employee loneliness and decreased team cohesion among remote teams.Secondary employee engagement survey data identifies that groups under the management of managers who actively set up designed virtual social events and peer rewards record higher belongingness and motivation levels. The results concur with Funck's (2025) advice that virtual team development activities, along with normal informal touch-base meetings, are effective at maintaining interpersonal relationships within remote environments and teams.
Furthermore, secondary evidence emphasises the role of leadership in reaffirming organisational principles by modelling desired behaviours and communicating consistently. According to Babapour et al. (2021), executives must consciously create culture by integrating company values into routine online activities. Leaders that include developing culture into everyday interactions continue to sustain greater levels of staff alignment and commitment, according to a number of organisational case studies. 
However, the statistics also point to problems with cultural fragmentation, especially in cross-functional or international hybrid teams where divergent cultural norms may cause friction. Grzegorczyk et al. (2021) stress the significance of inclusive leadership and cultural sensitivity in bridging these gaps. Finally, secondary data supports the body of research showing that in order to foster team cohesiveness and a shared culture in heterogeneous settings, purposeful methods related to social connectivity, communication, and inclusion are necessary (Ndandani, 2024; Babapouret al., 2021).
[bookmark: _Toc199690962]4.2.3 Summary
The thematic analysis of second-order data offers Northern Analysis with insight into how leadership is evolving in remote and hybrid offices, confirming the findings of the literature study in a thorough and robust manner. Four main themes—developing team cohesion and culture, adopting digital leadership techniques, cultivating emotional intelligence for leadership, and autonomy compared to responsibility—are used in the report to highlight the progress and persistent gaps in management efficiency in digitally enabled workplaces.
The secondary data supports the first of these, the adoption of digital leadership approaches, which demonstrates how digital transformation has emerged as a crucial requirement for contemporary leadership. Organisational changes brought on by the pandemic have elevated digital platforms to the forefront of leadership positions in everything from project management to communication. According to data from recent polls, such as Perrang (2023), 70% of businesses have increased their investments in technology, including virtual management systems and video conferencing. This supports Kem's (2022) assertion that accessibility and scalability are enhanced by digital leadership. However, the data also points to real-world problems, such leaders' varying levels of digital competency and virtual settings' communication limitations, supporting the literature's need for more effective virtual communication instruction and systematic training in digital skills.
The second topic is on emotional intelligence (EI) in leadership, which is portrayed as an essential but all too often underutilised skill in remote work settings. The effectiveness of emotionally intelligent leaders in managing team morale, trust, and well-being while they are not physically present is highlighted by secondary evidence. However, a lack of abilities that affects virtual contact and dispute resolution persists since many leadership programs continue to minimise EI training. This supports the ideas of Sjögren Nyberg (2023) and Usman et al. (2021), who suggest that leadership development should include emotional intelligence models. In remote teams, leaders who can demonstrate empathy, self-control, and social awareness are more likely to foster psychological safety and employee loyalty, according to the findings.
The third issue, autonomy and responsibility, illustrates how modern executives must strike a delicate balance between maintaining performance standards and empowering distant staff. According to secondary evidence, team morale and productivity are higher under leaders that use outcome-oriented performance metrics rather than micromanagement and clearly communicate goals. This supports Olson's (2022) assertion that transparent accountability arrangements enhance the sustainability of adaptive leadership frameworks. Karneli (2023) carries on this idea by emphasising that autonomy fosters high-performance culture when it is based on interdependency and quantifiable goals. The necessity of recommitting performance management in hybrid models to putting trust, flexibility, and results-oriented evaluations first is supported by the secondary data.
The fourth and final topic emphasises the necessity of taking intentional steps to preserve connectedness and shared values in virtual teams by fostering team cohesiveness and culture. 
The secondary data indicates that team cohesion decreases in virtual environments when leaders intentionally promote culture fit, inclusive behaviours, and social bonding activities. It has been discovered that interventions like virtual team-building, frequent check-ins, and open communication channels improve team dynamics and lessen feelings of loneliness. These results are supported by studies by Babapouret al. (2021) and Ndandani (2024), which show how crucial leadership is to maintaining organisational culture and encouraging team involvement, especially in hybrid work environments.
The thematic analysis of secondary data provides valuable insights into leadership practice in digitally mediated situations in addition to validating the literature review's overall conclusions. It demonstrates that being a successful leader in the modern day requires a variety of skills, including technical proficiency, emotional intelligence, an adaptable management style, and deliberate attempts to foster a culture of success.
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Chapter 5: Recommendations, Conclusion and Limitations of the Research
[bookmark: _Toc199690964]5.1 Recommendations
From the results of the literature review and the secondary data thematic analysis, a number of specific recommendations can be offered to improve leadership effectiveness in remote and hybrid work.
1. Invest in Digital Leadership Training:
Companies need to make continuous digital leadership development programs a top priority to develop technological competence in existing and future leaders. Development programs must address not just the use of platforms but how digital tools can be used to drive strategic decision-making, collaboration, and innovation. Adding user-friendly systems with a push toward adoption will close the currently prevalent skill gaps (Bakhtaand Fatiha, 2024).
2. Incorporate Emotional Intelligence into Leadership Development:
Leadership training programs need to include modules on emotional intelligence (EI) in order to develop empathy, social awareness, and control over one's emotions. Virtual leaders need to learn how to deal with remote relationships, mitigate isolation, and facilitate employee wellness (Sposato, 2024).
3. Practice Results-Oriented Accountability:
Leaders need to transition from conventional models of supervision to results-based accountability. Transparent performance measures, constant feedback, and autonomy-supportive behaviors can create trust and productivity in remote teams. Managers will have to balance flexibility with transparency to synchronise with organisational objectives (Zeynaliet al., 2024).
4. Build Harmonious Team Culture Remotely
In order to foster robust team cohesion, leaders must establish structured programs like frequent virtual check-ins, welcoming team rituals, and individual and team achievement acknowledgement. Cultural alignment needs to be sustained via open communication, shared values, and inclusive leadership styles (Ali, 2024).
A comprehensive approach to leadership to integrating digital competencies, emotional intelligence, adaptive accountability, and purposeful culture-building that is necessary to maintain performance and engagement within hybrid organisations. These guidelines ought to be infused within long-term leadership plans to future-proof companies.
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The research examined the changing character of leadership development with reference to hybrid and remote workplaces and specifically within UK-based organisations and managers. Through a comprehensive literature review and thematic analysis of secondary data, the research attained its identified objectives and depicted substantial insights into the competencies, challenges, and opportunities of contemporary leadership.
Objective 1: To examine leadership development in the context of remote and hybrid work
This objective was addressed comprehensively through a synthesis of current literature and recent secondary data. The results depict how leadership development has changed with the advent of remote and hybrid work. Classical models of leadership are not adequate anymore. Instead, the leaders are currently anticipated to work within ever-more digital structures, leading geographically spread, technologically dependent, and culturally diverse teams. The thematic analysis validated the literature's agreement that hybrid work is not only here to stay but also why there is a continued necessity for innovation in leadership development practices.
Objective 2: To identify key competencies and challenges faced by UK managers in digital and flexible work environments
The study highlighted a number of key competencies, namely digital literacy, emotional intelligence, flexibility, and cultural awareness. These competencies permeated the four main themes that were scrutinised the uptake of digital leadership practices, the impact of emotional intelligence, aligning autonomy with accountability, and building team harmony. In addition to these competencies, issues like the digital divide, communication breakdown, employee disengagement, and opposition to change came to the fore. These results show that although UK managers are adjusting to the hybrid model, there are still considerable gaps that need to be bridged through specialised development. 
Objective 3: To assess the alignment between leadership development content and the real-world requirements of hybrid or remote management
The research found a moderate level of alignment between existing leadership development programs and the real requirements of hybrid leadership. Most conventional training models continue to focus on face-to-face leadership dynamics, downplaying key hybrid work skills such as virtual communication, trust across distance, and digital platform use for leadership functions. Emotional intelligence specifically was under-represented in formal training but was considered to be imperative in actual hybrid leadership practice. This gap highlights the requirement to redesign training curricula to equip leaders more adequately to handle the subtleties of remote and flexible working environments.
Objective 4: Highlight gaps and opportunities in existing leadership development strategies
This objective was addressed through a critical assessment of existing leadership development practice in light of the challenges and competencies. One of the biggest gaps was uneven digital preparedness among managers, impacting their capacity to lead effectively in virtual spaces. Emotional intelligence and team culture development were also identified as underdeveloped but more critically important areas. These gaps are obvious hotspots for innovation in training content, delivery modes (e.g., online simulations and virtual mentoring), and continuing support systems to help leaders succeed in hybrid roles.
Objective 5: To suggest recommendations for furthering leadership development programs to be more appropriate for the future of work
The study led to a series of practical recommendations such as adding digital capabilities and emotional intelligence development, adopting results-oriented performance management, and applying deliberate means to preserve team culture at a distance. These suggestions were directly inspired by the themes that emerged from the analysis and are intended to plug the gaps in existing practice. Through adoption of these approaches, organisations can develop leadership capability more effectively and provide greater alignment with future workplace requirements.
[bookmark: _Toc199690966]5.3 Limitations of the Research
Because secondary data was used for the majority of this investigation, the breadth and specificity of the results from primary data collection may be limited. The literature and papers that are currently accessible do not include real-time leadership experiences from UK managers in a variety of industries. Furthermore, given how quickly hybrid work is developing, certain sources will soon become obsolete. Additionally, the study focused mostly on UK circumstances, which may limit the findings' applicability in other areas. Primary surveys or interviews might be used to complement future research in order to provide fuller, more contextualised insights into the difficulties and practices of leadership development.
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