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Remote work is a trend that’s been growing for some time, but we may have reached a tipping 
point with the coronavirus pandemic. As employers require entire workforces to work from home, 
it’s possible that they will recognize the benefits of a flexible workplace and continue offering 
remote work as an option in the future.  
In this brave new world of work, learning and development (L&D) leaders must be ready to 
provide employees with the support they need to be successful, no matter where they work. From 
making sure training is accessible and engaging in a virtual format to providing on-the-job 
performance support that replicates and even enhances in-office support, these strategies will 
help your organization stay competitive into the unpredictable future.  

The Benefits of Remote Work  

As global operations have become more prevalent, companies have started reexamining their 
stance on remote work policies. Many organizations pushed back against the initial interest in 
remote work due to concerns about trust and productivity of the employee 
workforce. However, technology improvements, flexibility demands, and the emergence of the gig 
economy have driven more employers to consider these policies — and see realizable benefits.  
It turns out that companies’ concerns about productivity may be unfounded. Researchers have 
found increases in productivity and decreases in costs after employees began working 
remotely. What’s more, many employees want to work remotely and value flexibility even more 
than income. As discussions on diversity and inclusion, work/life balance, and the gig economy 
become more prominent, the value workers (employees as well as non-employee contingent or 
contract workers) and employers place on flexibility will likely only grow.  

Preparing Workers for Remote Work  
The first step in being able to have a remote team is to train that team and coach managers to be 
successful overseeing their teams to meet expectations in remote work environments.   
Technology Enablement: The initial challenge in remote work, for many employees and non-
employees alike, is knowing how to use organizational technology that enables them to work 
effectively. Whatever platform or platforms an organization uses for virtual meetings, collaboration 
and training, workers must be comfortable using them for remote work to be feasible, let alone 
successful.  
Productivity and Collaboration: All team members must also understand the dynamics of working 
remotely, including how to focus to be most productive, how to communicate and collaborate as a 
team, and how to nimbly adjust to change. Managers must learn how to lead from a distance and 
become comfortable and confident replicating the office environment in different ways.  
Connection: Soft skills, while always important to be able to work well with others, are even more 
critical in a virtual workplace. Managers must be equipped to provide regular, ongoing 
communication, making certain there is as much personal outreach as possible, given individual 
needs, styles and preferences. In this way, they can show their team members that they value 
them not just for the work they do but for the people they are. This leadership behavioral 
modeling should influence team dynamics and interactions in general, benefitting team 
outcomes.  



Enabling Remote Performance Support 
Of course, there are challenges to working remotely, particularly when a team or an entire 
organization isn’t prepared to do so (as we saw in the first weeks of the coronavirus pandemic). 
For example, working in an office engenders drop-in meetings, drop-by Q&As and drop-
everything meetings. When a team is remote, it can be difficult for managers to provide in-the-
moment, on-the-job performance support like they would if they were in the same location as 
their workers.  
Fortunately, technology has improved, and many online communication and collaboration 
platforms enable this type of quick performance support. Managers can create a quick group chat 
saying, “Need you all in 15 minutes for a quick conversation,” and then everyone can gather for a 
video call to discuss an issue. With screen-sharing capabilities, managers can replicate the over-
the-shoulder, on-the-job coaching they are used to providing new, confused or 
struggling workers. And some tools can even enable organizations to connect to operational, 
procedural or reference resources for workflow performance support. They can also connect their 
learning management systems (LMSs) with their collaboration and communication systems, so 
managers can recommend relevant content or courses to workers in the moment.  

Training Remote Teams 
Finally, while remote training has picked up steam for the last several years, it is of paramount 
importance that organizations with remote teams do it well to achieve performance 
expectations. And, with any form of training, understanding individual learner or group needs and 
preferences is important — but this insight has even more impact with remote learning.  
If an organization is moving to remote learning after relying for years on in-person training, the 
training team should expect an adjustment period as learners adapt to working and learning in a 
tech-enabled environment. Fortunately, practice makes perfect, and the more learners work and 
participate in training online, the more comfortable they will become. By setting clear 
expectations, starting simple, assessing expected outcomes, and building or adjusting from there, 
organizations can help make training more engaging and effective.  

Overcoming Social Distancing 
It’s all too easy for anyone who works from home to feel isolated and dehumanized but especially 
first-time remote workers dealing with social distancing in both their professional and personal 
lives. Above all else, managers and training professionals should interact regularly using a variety 
of both tried-and-true and new, innovative ideas to check in with team members and make sure 
they are doing well, not just professionally but personally. Recreating the “water cooler” or 
lunchroom conversations will keep workers from becoming disheartened or disengaged. After all, 
they are humans first and workers second.  
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