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10 TOP TIPS FOR MANAGING REMOTE
TEAMS MORE SUCCESSFULLY

It has been nearly two years since the UK entered its first lockdown of the 

Covid-19 pandemic, and organisations around the country (and indeed, the 

world) were forced to adapt at the flick of a switch to large-scale home working. 

‘WFH’ and ‘Zoom fatigue’ have entered the lexicon, and many a professional meet-

ing has been interrupted by an inquisitive child or attention-hungry pet.  But while 

hope is on the horizon, with vaccinations charging ahead and an end to lockdown 

on its way, many workplaces are understandably cautious about returning to 

o�ice-based working just yet, and others have found unexpected benefits in this 

new arrangement. 

So with large-scale remote-working likely here to stay, at least for the foresee-

able future, here are ten top tips for managing remote teams more successfully:



1. CHOOSE THE RIGHT TEAM

2.  DEFINE YOUR TEAM’S PURPOSE

What motivates someone to work in an o�ice with 15 or 20 or 200 people is di�er-

ent from what motivates a remote worker to work independently from home or a 

remote o�ice, where there is no one to bounce ideas o� without picking up the 

phone or sending an email. To get the most out of your team, you need to be clear 

on what qualities, skills, and attributes are necessary for e�ective remote work-

ing so you can choose your personnel accordingly. They will need to be self-moti-

vated, and not over reliant on others for ideas or encouragement. They will 

require excellent communication skills, so they can clearly and confidently 

convey to you what progress they are or are not making on a project, and proac-

tively initiate discussions about support they may need.

People work better when they are working with purpose. Clarifying not only what 

it is your team needs to deliver, but why it needs to be delivered, will give team 

members the sense that what they are contributing to has value. This boosts 

motivation as well as focusing your team on the output to be delivered.

 

Make a point of reminding your team of this purpose in meetings, and actively 

invite discussion on how weekly outputs help achieve this purpose and add value 

to the organisation, its customers, and its stakeholders. Getting your team mem-

bers actively involved like this ensures this purpose remains in the front of their 

minds, and may also help manage the team’s work more e�ectively – after all, if 

no-one in the team can think of how a task adds value, should you really be spend-

ing time and resources on it at all?



3.  ESTABLISH HOW YOUR TEAM MEMBERS WANT
     TO BE MANAGED

Every manager has a preferred way of communicating, managing, and support-

ing their team. But each team member has their preferred way of being man-

aged, and being aware of this – and adjusting your managing style as appropriate 

– will help get the best out of every member of your team. If you call one person 

and say, "How are things?" they will see it as supportive, do the same to another 

and it’s micromanagement that will cause them stress. 

The easiest way to discover what management and communication style suits 

someone best? Ask them. By establishing rapport with each individual member of 

your team, you can create trusting and collaborative relationships that will allow 

you to discuss candidly and constructively how you can best support each team 

member to perform at (or very near) their best on a consistent basis.



4. DELEGATE EFFECTIVELY

Effective delegation has multiple benefits. For the team member given new 

responsibility, it is an expression of trust in their ability, as well as an opportunity 

for them to learn new skills, acquire new competencies, and develop self-confi-

dence. For the manager, delegating tasks and projects allows you the time and 

mental space to focus on the things that only you can do. However, it is important 

…not to delegate tasks simply to get out of them yourself – that isn’t delegation, 

it’s abdication. Delegation is providing the structure, clarity, support, and encour-

agement for.

Delegation is providing the structure, clarity, support, and encouragement for 

your team member (or members) to do a great job. It is being crystal clear on the 

output to be achieved for your organisation, what resources are available, and 

what is the timescale for completion. When you delegate a task to someone, be 

there to support them when they want it or need it – would they benefit from a 

weekly or twice-weekly catch up to review progress, obstacles, and opportuni-

ties? Or would they prefer a more relaxed approach, with the ability to discuss 

issues as and when they arise? Again, it comes back to having a collaborative 

discussion with your team members on how they are most effectively managed.



5. MANAGE YOUR FOCUS AND PRIORITIES MORE
    EFFECTIVELY

How do you expect to manage a team e�ectively if you can’t manage yourself? 

You can’t support your team properly, delegate e�ectively, or deliver your 

expected outcomes if you allow yourself to become overwhelmed with all the 

tasks, projects, and people vying for your attention. 

Optimising your own e�ectiveness means being clear with your priorities and the 

steps needed to achieve those outputs, so you are not wasting valuable mental 

resources on tasks that do not create value. So each morning, before you sit 

down for your first meeting, or check your emails, take a moment to think “What 

are my key outputs for today? What can I do to move this project forward? How can I 

obtain feedback from my team members to ensure that I'm supporting them as best 

as I can?” 

E�ective management of your own brain and what goes into it at the outset of the 

day will grant rewards in your focus throughout the workday – and the better 

you manage your priorities and focus, the better you will manage your team.



6. CLARIFY, CLARIFY, CLARIFY

At its core, e�ective management is about e�ective communication, and key to 

e�ective communication is clarity. If you ask me for something and I say I'll get it to 

you shortly, what does shortly actually mean? Most importantly – does it mean 

the same thing for me as it does for you? 

Lack of clarity in communication can lead to misunderstandings, which in turn 

lead to the breakdown of trust in relationships. If to you ‘shortly’ means ‘in twenty 

minutes’ and to me it means ‘by the end of the day,’ you’re going to feel let down in 

an hour’s time when that work is still not on your desk. Clarity of language man-

ages expectations and strengthens trust.



7. CREATE A PERFORMANCE DASHBOARD

A performance dashboard is an internal system where you and each individual 

team member can see in real time what progress is being made against what 

objectives, identify obstacles, and collaborate with their peers to overcome them. 

It may take the form of a spreadsheet, or some other type of document, but the 

most important thing is that it is available for the whole team to see and edit at all 

times – without getting caught up in endless versions of the same file. 

It’s important to remember that a performance dashboard isn’t a league table to 

pit team members against each other, it’s there to generate clarity by creating a 

central location in which your team can share their skills, expertise, and knowl-

edge to help their peers overcome obstacles.

8. KEEP IT PERSONAL

Working remotely can be very lonely - you can't bounce ideas around with the 

person at the next desk, or have someone there to listen when you need to let o� 

steam. So it’s important that you, the manager, ensure that your contact with 

your team is not just to get tasks achieved and outputs delivered, but also to 

spend meaningful time supporting your team members individually. 

Plan in some time each and every week just to see how the week is progressing 

for that individual, not just in terms of achieving their work goals but also how 

they're feeling. Is there any way you could support them better? Make sure they 

know that you don’t see them as just a team member, but as a human being. 

Respect their downtime - don't send emails at unsociable hours or on the week-

end. And always remember birthdays.



9. MANAGE YOUR BOSS

It’s only natural to want to please your boss – after all, they’re often the ones in 

charge of reviewing your performance, deciding whether you should be consid-

ered for promotion, demotion, or in worse cases, redundancy. But it’s important 

to understand that achieving the best outcomes for your organisation, your 

team, and yes, your boss, does not always come from complying unquestioningly 

with everything your boss requests. 

The boss does not always have the answers. Not being a part of your team them-

selves means that when they assign new tasks or set particular deadlines, they 

do so without understanding in detail the implications this has for the delivery of 

an existing task or objective. Managing your boss means helping them under-

stand this – keep them updated on your team’s progress, and if they set an 

unmanageable task or deadline, ask "Could you help me understand what other 

activity, output, or project you would wish to postpone or sideline in order to get this 

done?”



10. SHARE GOOD PRACTICE ACROSS YOUR TEAM

As is the case in any group of people, your team will be comprised of individuals 

with a variety of skills, strengths and weaknesses. Identifying these early on can 

be incredibly valuable for a manager, as it will not only help you delegate tasks to 

those best able to complete them e�ectively, but it will also allow you to match 

team members in need of developing a particular skill with someone who is able to 

coach them. 

You could even use your performance dashboard to make note of who is particu-

larly skilled in certain areas, so your team know who to ask for advice and guid-

ance when they need it. A team that shares skills with each other is a team that is 

constantly increasing and strengthening the skills it has. When you develop a 

coaching culture, your team is continually building greater in-house technical and 

personal competence.

If these tips have helped you, why not see what else Summit can do for your 

organisation with one of our management training courses.
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