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A b s t r a c t

ybrid work has become an established feature of 

HNigerian organizations since the COVID-19 

pandemic, raising concerns about employee 

productivity, engagement and coordination. This paper 

examines how leadership agility and human resource 

practices jointly shape employee performance in hybrid 

work environments in Nigeria. Adopting a conceptual 

approach, it synthesizes the existing literature through the 

lenses of Adaptive Leadership Theory and Social 

Exchange Theory. The review indicates that leadership 

agility supports the management of uncertainty and the 

coordination of dispersed teams, but that its effect on 

performance is constrained where adaptive, employee-

centred human resource systems are absent.  

Infrastructural deficits, digital inequality and economic 

uncertainty further weaken this relationship in the 

Nigerian context. The paper concludes that human 

resource practices are the mechanism through which 

leadership agility translates into sustained performance, 

and recommends flexible work policies, digital training, 

wellness programmes, transparent communication and 

outcome-based appraisal alongside deliberate leadership 

development.
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Background to the Study 

The world of work has undergone major transformation since the outbreak of the COVID-

19 pandemic in 2020. Before the pandemic, most organizations in Nigeria relied on 

traditional ofce-based systems in which physical presence was central to supervision, 

productivity, and accountability. Lockdowns and health restrictions disrupted this 

model, however, forcing organizations to adopt remote and exible work arrangements. 

Even after the pandemic, many organizations retained these practices, leading to the 

emergence of hybrid work systems that integrate physical and virtual work structures.

Hybrid work environments refer to work arrangements in which employees perform 

their duties partly from the ofce and partly from remote locations using digital 

technologies. In Nigeria, this model has been increasingly adopted across sectors such as 

banking, telecommunications, and education because of its exibility, cost efciency, and 

potential to improve employee wellbeing (Okolie & Udom, 2023; Adeleke & Olaniyi, 

2022). The increased reliance on digital communication tools has reshaped coordination 

and task execution. Consequently, hybrid work has expanded organizational 

transformation beyond technology to include leadership practices, workplace culture, 

and human resource systems (Akanji, Mordi, Ajonbadi, & Adekoya, 2021). Within this 

evolving context, leadership agility has become critical for organizational effectiveness. 

Leadership agility refers to the ability of leaders to adapt rapidly, think exibly, and 

respond effectively to dynamic work environments. Agile leaders are expected to 

demonstrate adaptability, emotional intelligence, and sound decision-making across 

physical and virtual settings (Yukl, 2020; Eze & Amah, 2022). In hybrid systems, leaders 

must sustain productivity, coordination, and employee morale across dispersed teams. 

This requires reliance on trust, digital communication, and outcome-based performance 

management rather than direct supervision. Leaders must therefore develop 

competencies in virtual coordination, conict management, and digital engagement 

(Purvanova & Kenda, 2022). Hybrid work also presents challenges such as employee 

isolation, communication breakdown, and reduced engagement, particularly in Nigeria, 

where infrastructural limitations such as unstable internet connectivity further constrain 

performance (Ojedokun & Ilesanmi, 2021).

Employee adaptability is another major concern in hybrid work environments, as 

workers are required to adjust continuously to changing technologies, workows, and 

performance expectations. Not all employees possess equal capacity to adapt, however, 

particularly in areas such as digital literacy, virtual collaboration, and self-management 

(Knifn et al., 2021; Omonijo & Eze, 2022). This makes organizational support systems 

essential for sustaining performance. Human resource practices therefore play a central 

role in addressing these challenges. Such practices involve structured policies and 

strategies used to recruit, develop, and support employees for improved performance 

outcomes (Dessler, 2020). In hybrid environments, they now include exible work 

arrangements, digital training, employee wellbeing programmes, and performance 

management systems that support remote effectiveness (Armstrong & Taylor, 2023). In 

Nigeria, their importance is heightened by economic uncertainty, infrastructural decits, 
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and organizational change pressures (Nwosu & Chukwu, 2021). Many organizations are 

still adjusting to sustainable hybrid systems, suggesting that leadership agility alone is 

insufcient without strong human resource support structures.

Although the existing literature has examined leadership effectiveness, employee 

performance, and remote work systems, limited attention has been given to how human 

resource practices inuence the relationship between leadership agility and employee 

performance in Nigeria's hybrid work context. Much of the available research remains 

dominated by developed-country perspectives, creating contextual gaps in the 

understanding of developing economies characterized by infrastructural constraints, 

economic volatility, and evolving workplace cultures. This paper therefore argues that 

sustaining employee performance in hybrid work environments in Nigeria requires 

leadership agility driven by adaptive and employee-centred human resource practices. It 

further posits that leadership agility becomes effective only when supported by human 

resource systems that promote exibility, wellbeing, digital collaboration, continuous 

learning, communication, and organizational trust, thereby positioning human resource 

practices as the key mechanism linking leadership agility to sustained employee 

performance.

Hybrid Work Environments: Concept and Dynamics

Hybrid work refers to a work arrangement in which employees divide their working time 

between physical ofce locations and remote environments, using digital technologies to 

perform tasks, communicate, and collaborate. It represents a structural shift from 

location-bound employment to more exible, digitally enabled work systems that 

emphasize output rather than physical presence. In contemporary organizations, hybrid 

work is closely linked to digital transformation, as cloud computing, virtual platforms, 

and communication technologies now underpin everyday organizational activities 

(Allen, Golden, & Shockley, 2015). In Nigeria, this model has gained increasing relevance 

as organizations seek to improve efciency, reduce operational costs, and respond to 

changing employee expectations in a post-pandemic economy (Okolie & Udom, 2023).

The adoption of hybrid work in Nigerian organizations reects broader technological and 

institutional changes across sectors such as banking, telecommunications, education, and 

consulting. These sectors have increasingly integrated digital tools for meetings, 

reporting, project management, and inter-unit coordination, thereby reducing 

dependence on physical ofce spaces (Adeleke & Olaniyi, 2022). Hybrid work has also 

contributed to a reconguration of organizational processes, in which communication 

ows are more decentralized and task execution is supported through digital platforms. 

This shift has expanded organizational transformation beyond technological adoption to 

include changes in leadership practices, workplace culture, and human resource systems 

that support distributed work arrangements (Akanji et al., 2021).

Despite its growing adoption, hybrid work presents both signicant opportunities and 

structural challenges for organizations. On the opportunity side, hybrid arrangements 
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enhance employee exibility by allowing individuals to structure work schedules in ways 

that improve work-life balance and reduce commuting-related stress. They also increase 

employee autonomy, enabling workers to manage tasks with greater independence and 

responsibility. In addition, hybrid work expands opportunities for global collaboration 

by allowing teams to interact across geographic boundaries through virtual platforms, 

thereby increasing knowledge exchange and organizational learning. These advantages 

are accompanied by notable challenges that affect both organizational functioning and 

employee experience. One of the most prominent is communication breakdown, as 

reduced face-to-face interaction can lead to misunderstandings, delayed feedback, and 

coordination inefciencies. Hybrid work may also contribute to employee isolation, 

particularly when workers spend extended periods working remotely without adequate 

social or professional interaction. Furthermore, organizations often experience difculty 

in monitoring performance and maintaining supervision in virtual environments, which 

can weaken accountability structures if not properly managed (Eze & Amah, 2022). In the 

Nigerian context, these challenges are further intensied by infrastructural limitations 

such as unstable internet connectivity, irregular power supply, and unequal access to 

digital tools, all of which can disrupt workow continuity and organizational efciency 

(Ojedokun & Ilesanmi, 2021).

Hybrid work environments can also increase the risk of employee burnout when 

boundaries between work and personal life become blurred. The expectation of constant 

availability, combined with digital workload pressures, may contribute to emotional 

exhaustion and declining job satisfaction if not effectively managed. These conditions 

highlight that, while hybrid work offers exibility, it also demands stronger 

organizational structures to support employee wellbeing and sustained productivity. 

Overall, hybrid work represents a fundamental redenition of how work is organized 

and experienced. It offers clear advantages in terms of exibility, autonomy, and 

technological integration, but it also introduces complex managerial and human resource 

challenges that organizations must address. In the Nigerian context, its effectiveness is 

closely tied to organizational capacity to manage digital infrastructure, communication 

systems, and employee support mechanisms in a balanced and sustainable manner.

A further dimension of hybrid work that is reshaping organizational communication is 

the rapid diffusion of articial intelligence (AI). Digital collaboration platforms now 

embed AI-enabled features such as automated meeting transcription, real-time 

translation, sentiment analysis, workow automation, and algorithmic performance 

monitoring, which increasingly mediate how instructions are issued, how feedback is 

delivered, and how work is evaluated across dispersed teams (Purvanova & Kenda, 

2022). These technologies are gradually altering the language of work itself, 

standardizing written communication, compressing organizational discourse into 

asynchronous text, and shifting authority from physical presence to digitally recorded 

output. For Nigerian organizations, this raises distinctly contemporary concerns. 

Employees with limited digital literacy or restricted bandwidth may be disadvantaged by 

AI-mediated communication systems (Ojedokun & Ilesanmi, 2021), while automated 
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monitoring tools raise questions of fairness, privacy, employee consent, and data 

governance that existing labour frameworks do not adequately address. Linguistic 

considerations are equally signicant in a multilingual society, where communication 

tools trained largely on standard English may marginalize employees who work across 

indigenous languages and local varieties of English. Leadership agility and human 

resource practices must therefore respond not only to the physical restructuring of work 

but also to the linguistic, ethical, and regulatory implications of AI-mediated 

communication in hybrid environments.

 Leadership Agility in Hybrid Organizations

Leadership agility has become increasingly important in contemporary organizations 

characterized by uncertainty, technological disruption, and changing work structures. In 

hybrid work environments, leaders are expected to respond effectively to rapidly 

evolving organizational conditions while managing employees across both physical and 

virtual settings. Leadership agility refers to the ability of leaders to adapt quickly, think 

strategically, and respond exibly to emerging challenges and opportunities within 

dynamic work environments (Joiner & Josephs, 2007). Unlike traditional leadership 

approaches that rely heavily on rigid control systems and direct supervision, agile 

leadership emphasizes responsiveness, innovation, collaboration, and continuous 

adjustment to change.

In modern organizations, leadership agility is reected through several core attributes. 

One important attribute is adaptability, which enables leaders to adjust strategies and 

management approaches in response to changing workplace realities. Another critical 

attribute is emotional intelligence, which helps leaders understand employee concerns, 

manage interpersonal relationships, and sustain morale in dispersed work environments. 

Agile leaders are also characterized by rapid decision-making and problem-solving 

abilities that allow organizations to respond efciently to uncertainty and operational 

disruptions (Northouse, 2021). In hybrid work settings, these qualities are particularly 

important because leaders must coordinate employees who operate across different 

locations, schedules, and technological systems. The growing complexity of hybrid work 

arrangements has increased the strategic importance of leadership agility. Agile leaders 

play a signicant role in managing uncertainty by maintaining organizational stability 

during periods of technological and structural transition. They also facilitate 

communication and coordination among geographically dispersed teams through digital 

collaboration platforms and virtual engagement strategies (Fernandez & Shaw, 2020). In 

addition, agile leadership contributes to employee motivation and trust by encouraging 

transparency, participation, and supportive workplace relationships. Employees in 

hybrid systems often require greater autonomy and exibility, making trust-based 

leadership more effective than traditional command-and-control approaches.

Leadership agility also promotes innovation and organizational learning within hybrid 

environments. Agile leaders encourage experimentation, creativity, and knowledge 

sharing, thereby helping organizations remain competitive in rapidly changing business 



IJDSHMSS| p. 326

environments. Their openness to new ideas and exible thinking enables teams to adjust 

more effectively to technological changes and shifting organizational demands. This is 

especially relevant in Nigeria, where organizations continue to navigate economic 

uncertainty, digital transformation, and evolving workforce expectations (Adeosun & 

Ohiani, 2020). Leadership agility can also be understood through different dimensions 

that shape leader effectiveness in hybrid organizations. Cognitive agility refers to the 

ability of leaders to think critically, process complex information, and make informed 

decisions in uncertain situations. Emotional agility involves the capacity to manage 

emotions, demonstrate empathy, and respond appropriately to employee concerns and 

workplace pressures. Behavioural agility relates to a leader's ability to modify actions, 

communication styles, and management approaches in response to situational demands. 

Contextual agility reects the ability to understand organizational environments and 

respond strategically to changing external conditions. Despite its importance, leadership 

agility alone may not automatically guarantee improved employee performance in 

hybrid work systems. Leaders may demonstrate adaptability and strategic 

responsiveness, yet employees may still struggle with inadequate technological support, 

communication barriers, or work-related stress. This suggests that leadership 

effectiveness in hybrid organizations depends not only on the personal capabilities of 

leaders but also on the existence of supportive organizational systems that reinforce 

employee engagement, wellbeing, and productivity.

Employee Performance in Hybrid Work Settings

Employee performance refers to the extent to which employees effectively accomplish 

assigned tasks and contribute to organizational goals and objectives. In contemporary 

organizations, employee performance is no longer assessed solely through physical 

presence or direct supervision but increasingly through productivity, efciency, 

responsiveness, and overall contribution to organizational outcomes. The transition to 

hybrid work environments has signicantly altered how performance is measured and 

managed, as employees now operate across both physical and virtual work settings 

(Koopmans et al., 2014). Organizations are consequently required to adopt more exible 

and outcome-oriented approaches to evaluating employee effectiveness. In hybrid work 

systems, employee performance is reected through several indicators that extend 

beyond traditional productivity measures. One major indicator is task productivity, 

which refers to the ability of employees to complete assignments efciently within 

specied timelines. Work quality is also important, as organizations increasingly expect 

employees to maintain accuracy, professionalism, and consistency regardless of work 

location. Other important indicators include creativity, responsiveness, collaboration, 

and goal attainment, particularly in environments where teamwork and virtual 

communication are essential for organizational operations (Aguinis, 2019). Hybrid work 

arrangements therefore require employees to demonstrate greater self-management, 

accountability, and adaptability in order to sustain high performance levels.

Several factors inuence employee performance within hybrid work environments. One 

important factor is access to reliable technology and digital infrastructure, since effective 
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communication, collaboration, and task execution depend heavily on stable internet 

connectivity and functional digital platforms. Leadership style also plays a critical role, as 

supportive and adaptive leaders are more likely to sustain employee motivation, trust, 

and engagement in dispersed work settings. In addition, organizational culture 

signicantly affects how employees adjust to hybrid work systems, particularly where 

exibility, inclusion, communication, and innovation are encouraged within the 

workplace (Breevaart & Zacher, 2019). Human resource support systems further 

inuence employee performance in hybrid organizations. Employees are more likely to 

perform effectively when organizations provide digital training opportunities, exible 

work policies, wellness programmes, and clear performance management systems that 

support remote and hybrid work arrangements. In the Nigerian context, these support 

systems are particularly important because infrastructural limitations, economic 

uncertainty, and technological disparities can create additional pressure on employees 

working within hybrid systems (Ibrahim & Daniel, 2022). Without adequate 

organizational support, employees may experience stress, disengagement, and reduced 

productivity despite the exibility associated with hybrid work arrangements. Employee 

performance in hybrid work settings therefore depends on the interaction between 

individual adaptability, leadership effectiveness, organizational culture, and supportive 

human resource systems. While hybrid work offers opportunities for exibility and 

autonomy, sustaining employee performance requires organizations to establish 

structures that promote communication, accountability, wellbeing, and continuous 

support across both physical and virtual work environments.

Human Resource Practices as the Connecting Mechanism

Human resource practices play a strategic role in determining how effectively 

organizations manage hybrid work systems and sustain employee performance. In 

modern organizations, human resource functions have expanded beyond routine 

administrative responsibilities to include employee support, organizational adaptability, 

digital workforce management, and performance sustainability. Within hybrid work 

environments, these practices serve as the institutional framework through which 

leadership strategies are implemented and employee experiences are shaped. Effective 

human resource systems help organizations balance exibility with accountability while 

creating conditions that support productivity, engagement, and collaboration in 

dispersed work settings (Akanji et al., 2021; Ibrahim & Daniel, 2022).

One of the most important human resource practices in hybrid work environments is the 

development of exible work policies. Flexible work arrangements enable employees to 

manage professional and personal responsibilities more effectively while improving 

autonomy and job satisfaction. In Nigeria, exible work policies have become 

increasingly relevant because of transportation difculties, infrastructural limitations, 

and changing employee expectations regarding work-life balance. Organizations that 

provide structured exibility are more likely to sustain employee commitment, reduce 

stress, and improve morale within hybrid systems (Adeleke & Olaniyi, 2022; Nwosu & 

Chukwu, 2021). Digital training and employee development programmes also represent 
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critical human resource practices in hybrid organizations. Since hybrid work depends 

heavily on technology, employees require continuous development of digital 

competencies, communication skills, and virtual collaboration abilities. Human resource 

departments therefore play an important role in organizing digital learning programmes, 

online workshops, and technology-based training that improve employee adaptability 

and effectiveness. Continuous learning opportunities not only enhance employee 

condence but also strengthen organizational competitiveness in rapidly changing work 

environments (Noe, Clarke, & Klein, 2014; Omonijo & Eze, 2022).

Employee wellness programmes have become equally important in sustaining 

productivity within hybrid work environments. Although hybrid systems provide 

exibility, they may also contribute to emotional exhaustion, work overload, and burnout 

arising from prolonged digital engagement and blurred work-life boundaries. Human 

resource practices aimed at supporting employee wellbeing, including counselling 

services, mental health support initiatives, stress management programmes, and 

workload regulation mechanisms, help organizations maintain healthier and more 

engaged employees. In Nigeria, where economic pressures and infrastructural challenges 

already affect employee wellbeing, such support systems are particularly important for 

sustaining morale and long-term productivity (Eze & Amah, 2022; Akinyemi & Fashina, 

2022).

Performance management systems must also be redesigned to align with hybrid work 

realities. Traditional supervision methods based on physical presence are increasingly 

ineffective in decentralized work environments. Organizations consequently rely more 

on outcome-based appraisal systems that emphasize productivity, responsiveness, 

collaboration, and goal attainment. Transparent performance evaluation systems help 

strengthen accountability, fairness, and employee trust while enabling organizations to 

monitor productivity across dispersed teams. Effective performance systems also 

provide regular feedback that supports employee improvement and organizational 

alignment (Okolie & Udom, 2023; Aguinis, 2019).

Communication and recognition systems further strengthen employee engagement 

within hybrid organizations. Since employees may have limited physical interaction with 

supervisors and colleagues, human resource departments must establish communication 

structures that encourage collaboration, information sharing, and employee 

participation. Virtual meetings, feedback channels, employee engagement platforms, and 

recognition programmes help sustain organizational cohesion despite physical 

separation. Recognition systems are especially important because employees are more 

likely to remain committed and motivated when their contributions are acknowledged 

and rewarded fairly (Ojedokun & Ilesanmi, 2021; Armstrong & Taylor, 2023).

Overall, human resource practices function as the critical connecting mechanism between 

leadership agility and employee performance in hybrid work environments. Leadership 

agility alone may not produce sustainable organizational outcomes unless it is supported 
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by human resource systems that promote exibility, employee wellbeing, 

communication, continuous learning, and fair performance management. In the Nigerian 

context, adaptive human resource practices are particularly important for helping 

organizations overcome infrastructural limitations and workforce challenges while 

sustaining productivity within evolving hybrid work structures.

Integrating Leadership Agility and Human Resource Practices in Nigeria

The authors contend that sustaining employee performance in hybrid work 

environments in Nigeria depends largely on leadership agility supported by adaptive 

and employee-centred human resource practices. While leadership agility enables 

organizations to respond effectively to uncertainty, technological disruption, and 

changing workplace expectations, its impact on employee performance becomes limited 

when organizations fail to establish human resource systems that support exibility, 

communication, wellbeing, and continuous learning. Human resource practices 

consequently serve as the organizational mechanism through which agile leadership 

translates into sustained employee productivity and engagement within hybrid work 

systems.

The growing adoption of hybrid work arrangements in Nigeria has altered the traditional 

relationship between leaders and employees. In conventional ofce settings, managers 

relied heavily on physical supervision, direct interaction, and centralized control to 

coordinate employee activities. Hybrid systems, by contrast, require leaders to manage 

geographically dispersed teams through digital communication, trust-based 

relationships, and outcome-oriented performance structures. This shift has increased the 

importance of leadership agility, particularly the ability to adapt quickly, make 

responsive decisions, and coordinate employees across both physical and virtual 

workspaces (Akanji et al., 2021; Omonijo & Eze, 2022). Despite the importance of agile 

leadership, leadership alone cannot effectively address the structural and psychological 

challenges associated with hybrid work environments. Employees operating in hybrid 

systems often face communication difculties, social isolation, digital fatigue, 

infrastructural constraints, and blurred work-life boundaries that affect morale and 

productivity. In Nigeria, these challenges are intensied by unstable internet 

connectivity, irregular electricity supply, transportation difculties, and broader 

economic uncertainty. Under such conditions, organizations require institutional 

support systems that go beyond leadership behaviour alone. Human resource practices 

therefore become essential in creating supportive work environments that enable 

employees to remain engaged and productive despite these challenges (Eze & Amah, 

2022; Nwosu & Chukwu, 2021). The authors further argue that adaptive human resource 

practices strengthen the effectiveness of leadership agility by providing employees with 

the resources and support needed to function successfully in hybrid systems. Flexible 

work policies improve work-life balance and reduce stress, while digital training 

programmes enhance technological competence and adaptability. Similarly, employee 

wellness initiatives help organizations manage burnout and emotional exhaustion 

associated with prolonged digital work engagement. Performance management systems 
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based on measurable outcomes rather than physical presence also reinforce 

accountability and trust between leaders and employees. These practices create 

organizational conditions that allow agile leadership to produce meaningful 

performance outcomes (Adeleke & Olaniyi, 2022; Ibrahim & Daniel, 2022).

Effective communication and recognition systems further reinforce employee 

commitment within hybrid environments. Employees are more likely to remain 

motivated when organizations provide consistent feedback, transparent communication 

channels, and recognition for performance contributions. In dispersed work 

environments where physical interaction is limited, human resource systems that 

encourage inclusion, participation, and organizational belonging become critical for 

sustaining employee engagement and collaboration. Human resource practices thus not 

only support operational efciency but also strengthen the psychological relationship 

between employees and organizations. The position advanced in this paper therefore 

emphasizes that organizations in Nigeria should not treat leadership agility and human 

resource practices as separate organizational functions. Rather, both should operate in an 

integrated manner to achieve sustainable employee performance in hybrid work 

environments. Agile leaders require supportive human resource systems to coordinate 

employees effectively, while human resource practices require agile leadership to ensure 

successful implementation and responsiveness to changing workplace realities. Without 

this integration, organizations may struggle to maintain productivity, employee 

wellbeing, and organizational stability within increasingly decentralized work systems. 

Ultimately, the authors contend that the future of organizational performance in Nigeria's 

hybrid work environment will depend on the capacity of organizations to institutionalize 

adaptive human resource practices that reinforce agile leadership behaviours. 

Organizations that successfully combine leadership exibility with employee-centred 

human resource systems are more likely to sustain engagement, resilience, innovation, 

and long-term performance in an evolving digital workplace.

Theoretical Perspectives

This paper is anchored on two theoretical perspectives, Adaptive Leadership Theory and 

Social Exchange Theory, which together provide a strong explanation of how leadership 

agility and human resource practices interact to inuence employee performance in 

hybrid work environments. Adaptive Leadership Theory explains how leaders adjust 

their behaviours, strategies, and decision-making approaches in response to changing 

and complex environments. In hybrid work contexts, organizations operate under 

conditions of uncertainty, technological dependence, and dispersed workforce 

structures. Adaptive leadership emphasizes exibility, learning, and responsiveness, 

which are essential for managing employees across physical and virtual spaces. Leaders 

are expected to shift between directive and supportive roles depending on situational 

demands, ensuring that teams remain productive despite environmental disruptions. In 

Nigeria's hybrid work environment, this theory is particularly relevant because 

organizational leaders must constantly respond to infrastructural challenges, digital 

limitations, and evolving employee expectations (Uhl-Bien & Arena, 2018; Avolio & 

Kahai, 2003).
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The second framework, Social Exchange Theory, explains workplace relationships as 

reciprocal exchanges between employers and employees. According to this theory, 

employees are more likely to demonstrate higher commitment, performance, and loyalty 

when they perceive that their organization values and supports them. In hybrid work 

environments, human resource practices such as exible work arrangements, employee 

wellness programmes, fair performance evaluation, and training opportunities become 

key signals of organizational support. When employees perceive these practices as 

benecial, they reciprocate through improved engagement, productivity, and 

organizational commitment. In the Nigerian context, where employees often face 

infrastructural and economic constraints, supportive human resource practices play an 

even more critical role in strengthening this reciprocal relationship (Blau, 1964; 

Cropanzano & Mitchell, 2005).

When combined, these two theories provide a comprehensive explanation of the paper's 

argument. Adaptive Leadership Theory highlights the importance of leadership 

exibility and responsiveness in managing hybrid workforces, while Social Exchange 

Theory explains how human resource practices inuence employee attitudes and 

performance through perceived organizational support. Together, they reinforce the 

view that leadership agility alone is insufcient unless it is supported by strong human 

resource systems that foster trust, wellbeing, and mutual commitment between 

employees and organizations. These theoretical perspectives justify the central argument 

of this paper: that sustainable employee performance in hybrid work environments is 

achieved through the integration of agile leadership and adaptive human resource 

practices.

Practical Implications

The arguments presented in this paper have important implications for managers, human 

resource practitioners, organizational leaders, and policymakers, particularly within the 

Nigerian work context, where hybrid work arrangements are still evolving and unevenly 

implemented. For managers and organizational leaders, the paper highlights the need to 

move beyond traditional supervision methods and adopt leadership styles that are 

exible, responsive, and digitally enabled. Leadership agility should be deliberately 

developed through training programmes that enhance emotional intelligence, virtual 

team management, and adaptive decision-making skills. Managers must also learn to 

build trust-based relationships with employees rather than relying on physical 

monitoring, as hybrid work systems demand outcome-oriented performance approaches 

rather than presence-based evaluation (Adeleke & Olaniyi, 2022; Omonijo & Eze, 2022).

For human resource professionals, the paper underscores the importance of redesigning 

human resource systems to align with hybrid work realities. Human resource 

departments must prioritize exible work policies, structured digital training, employee 

wellbeing programmes, and fair performance appraisal systems. These practices are 

essential for sustaining employee engagement and ensuring productivity in dispersed 

work environments. Practitioners must also ensure that communication channels remain 
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effective and inclusive, so that employees working remotely do not feel disconnected 

from organizational processes (Ibrahim & Daniel, 2022; Eze & Amah, 2022). For 

organizations, the paper suggests that long-term success in hybrid work environments 

depends on integrating leadership agility with strong human resource support systems. 

Organizations that fail to invest in employee-centred practices risk reduced productivity, 

low morale, and disengagement among employees. Conversely, organizations that 

institutionalize adaptive human resource systems are more likely to experience improved 

employee performance, stronger commitment, and greater resilience in the face of 

environmental uncertainty. This is particularly important in Nigeria, where 

infrastructural and economic challenges require more robust organizational support 

mechanisms (Nwosu & Chukwu, 2021; Okolie & Udom, 2023). For policymakers and 

regulatory bodies, the paper highlights the need to develop clear national and sectoral 

guidelines for hybrid work implementation. Such policies should address issues such as 

employee rights in remote work settings, digital infrastructure development, workplace 

safety in virtual environments, and minimum standards for employee wellbeing. 

Government support in improving internet access, electricity supply, and digital literacy 

will also signicantly enhance the effectiveness of hybrid work systems across sectors. 

The practical implications of this paper therefore emphasize that sustainable employee 

performance in hybrid work environments requires coordinated effort across leadership 

development, human resource system redesign, organizational commitment, and 

supportive public policy frameworks.

Conclusion

This paper has examined the relationship between leadership agility, human resource 

practices, and employee performance within hybrid work environments in Nigeria. It has 

shown that hybrid work represents a fundamental shift in how organizations operate, 

requiring new approaches to leadership, employee management, and organizational 

support systems. While hybrid work offers benets such as exibility, autonomy, and 

improved work-life balance, it also introduces challenges including communication 

barriers, employee isolation, performance monitoring difculties, and infrastructural 

constraints. The discussion further established that leadership agility is essential in 

navigating the complexity of hybrid work systems. Agile leaders are better equipped to 

manage uncertainty, coordinate dispersed teams, and sustain employee motivation in 

digitally enabled work environments. Leadership effectiveness alone is not sufcient to 

guarantee sustained employee performance, however, particularly in contexts where 

employees face technological, psychological, and environmental challenges. The paper 

also demonstrated that human resource practices play a central role in shaping employee 

outcomes in hybrid work environments. Systems that emphasize exibility, employee 

wellbeing, digital training, communication, and performance management provide the 

structural and psychological support necessary for employees to function effectively. 

These practices help bridge the gap between leadership intentions and employee 

experiences, thereby strengthening organizational performance. The paper concludes 

that leadership agility and human resource practices must operate in an integrated 

manner to achieve sustainable employee performance in hybrid work environments. In 
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the Nigerian context, where infrastructural and organizational challenges are signicant, 

the alignment of agile leadership with adaptive human resource systems is critical for 

ensuring long-term organizational effectiveness and employee wellbeing in an evolving 

digital workplace.
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