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A LITERATURE REVIEW ON LEADERSHIP STYLES 

AND EMPLOYEE MOTIVATION IN REMOTE WORK 

ENVIRONMENTS 

Background and Rationale: 
The global shift to remote and hybrid work has prompted a reevaluation of leadership 

effectiveness in non-traditional workplace settings. As organizations in the US and UK continue 

to navigate distributed teams, maintaining employee motivation has emerged as a key challenge. 

Existing literature has examined various leadership styles, particularly transformational and 

transactional, in relation to in-office environments. However, the extension of these styles to 

virtual settings is still underdeveloped and warrants critical synthesis. 

Research Objectives: 
• To explore how different leadership styles affect employee motivation in remote work 

environments. 

• To identify which elements of transformational and transactional leadership translate 

effectively into virtual team contexts. 

• To assess whether leadership adaptations are necessary for sustaining engagement and 

productivity in remote settings. 

Review Scope and Methodology: 
• Type of Review: Thematic literature review 

• Databases Searched: Scopus, Web of Science, Google Scholar, JSTOR, and Emerald 

• Inclusion Criteria: 

o Peer-reviewed articles from 2013–2023 

o Focus on leadership styles, motivation, and virtual/remote work 

o Empirical and conceptual papers from US or UK-based contexts 

• Framework Used: Thematic synthesis using four categories: 

1. Leadership Style Frameworks 

2. Virtual Communication and Trust 
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3. Motivation Theories 

4. Performance Outcomes in Remote Work 

Key Theoretical Foundations: 
• Bass & Avolio’s Full Range Leadership Model Explores transformational (inspirational 

motivation, individual consideration) vs transactional (contingent reward, passive 

management). 

• Self-Determination Theory (Deci & Ryan, 1985) Focuses on intrinsic vs extrinsic 

motivation and the need for autonomy, competence, and relatedness. 

• Media Richness Theory Considers how communication media impact leadership 

effectiveness in remote contexts. 

Synthesis of Literature Findings: 
1. Transformational Leadership in Remote Teams 

o Strongly linked to higher engagement and intrinsic motivation (Larson & 

DeChurch, 2020; Drouin et al., 2021). 

o Behaviors like frequent check-ins, clarity of purpose, and individualized attention 

become essential substitutes for physical presence. 

2. Transactional Leadership in Virtual Workplaces 

o Shows mixed results; contingent reward remains effective, but passive 

management leads to demotivation (Park & Nawaz, 2019). 

o Employees report lower satisfaction when leaders rely solely on task-based 

feedback without emotional intelligence. 

3. Communication, Trust, and Autonomy 

o Trust-building and perceived autonomy are crucial mediators between leadership 

behavior and motivation (Cortellazzo et al., 2019). 

o Over-monitoring (common under transactional styles) negatively affects 

motivation in remote workers. 

4. Cultural and Sectoral Considerations 

o UK-based public sector studies emphasized participative leadership (Pearce & 

Wood, 2022), while US-based tech firms prioritized autonomy and innovation 

support. 
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Identified Gaps in the Literature: 
• Limited cross-comparison between hybrid and fully remote teams. 

• Few longitudinal studies on leadership adaptation over extended remote work periods. 

• Lack of research on virtual team leadership among frontline or non-digital sectors. 

• Underrepresentation of mid-level leadership perspectives in remote contexts. 

Conclusion and Relevance: 
The literature indicates that transformational leadership is more adaptable and effective in 

remote settings, provided it emphasizes autonomy, emotional engagement, and regular virtual 

interaction. Transactional leadership may retain utility in structured task settings but requires 

modification to avoid disengagement. Understanding these dynamics is critical for HR policy 

design, leadership training, and performance management in remote organizations across the US 

and UK. 

Academic and Corporate Suitability: 
• Academic: Useful for dissertations in organizational behavior, HRM, and leadership 

studies with a focus on contemporary work models. 

• Corporate: Informs executive training, remote leadership assessment frameworks, and 

engagement strategy development for distributed teams. 
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