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MANAGEMENT OF VIRTUAL TEAMS:
BEHAVIORAL ASPECTS

Since the announcement of the COVID-19 pandemic, the vast majority of companies have switched their
employees to remote work. This has led to a number of problems, both technical and psychological. Technical
problems related to online work are accompanied by questionable employee productivity and an
unsatisfactory psychological climate in virtual teams.

In order to address these shortcomings of working in virtual teams, the purpose of the article is to
systematize employees’feedback on the specific positive and negative aspects of remote work, and to propose
effective methods for improving the efficiency of such work, using the principles of behavioral economics
already tested in practice.

The paper attempts to describe the importance of a comprehensive approach to evaluating work in
virtual teams, which is based not only on the analysis of the effectiveness of such work, but also on the moral
and psychological state of the team. It is also shown that behavioral principles (including various

motivational tools) should be considered in the management strategy of virtual teams.

The article proposes a comprehensive approach to the management of virtual teams based on the
systematization of problems and specific ways to solve them.

As a result of this study, it is proposed to use behavioral science approaches to improve remote work,
such as loss aversion, endowment effect, framing effect, priming, and social comparison, which has already
proven to be effective to a certain extent. Further studies, taking these aspects into account, will need to be

undertaken.
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Introduction and research problem. In early
2020, as pandemic-related lockdowns became
common around the world, the vast majority of
customer contact organizations were forced to move
all or most of their agents to a work-from-home
model in a very short time. During only the early part
of the coronavirus crisis, about 80 % of global
companies had shifted to virtual teams’ collaboration.
The pandemic has accelerated the trend for increased
remote working — with many companies forced to
adapt faster than they expected to do. In most cases,
virtual teams are more effective in doing their jobs.
Despite a fast-changing world, many organizations
are applying old performance management strategies
which resulted in lower employee’s performance and
some degree of psychological detachment in the form
of social distance and low group identification.

Recent publications analysis. During the past
30 years much more information of the problem of
behavioral aspects of work and possible changes to
people’s behavior was reflected in a large number of
studies and books by well-known behavioral
scientists such as D. Kahneman, R. Thaler, D. Ariely,
R. B. Cialdini, A. J. Clark, and A. Oswald. Problems

© Oleksandra Humenna, Maksym Synytsya, 2023

of management of purely virtual teams are
considered by such researchers as M. Aguayo-
Camacho, V. Garro-Abarca, Ch. Lin, Y.-Ch. Liu,
S. Morrison-Smith, P. Palos-Sanchez, J. Ruiz, C. Standing,
and many others.

Unsolved parts of the problem. The vast
majority of researchers concentrate their attention
on the technical and organizational problems of
managing virtual teams. Technical problems related
to online work are accompanied by questionable
employee productivity and an unsatisfactory
psychological climate in virtual teams. In order to
address these shortcomings of working in virtual
teams, the purpose of the article is to systematize
employees’ feedback on the specific positive and
negative aspects of remote work, and to propose
effective methods for improving the efficiency of
such work, using the principles of behavioral
economics already tested in practice.

Research goal and questions. The main
research goal is to describe the importance of a
comprehensive approach to evaluating work in
virtual teams, which is based not only on the analysis
of the effectiveness of such work, but also on the
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moral and psychological state of the team, and on
the behavioral characteristics of team members.

Main findings. Multiple comprehensive and
independent research surveys conducted on hybrid
and remote work, following the widespread
availability of vaccines, consistently demonstrate
a significant preference for working from home for
a substantial portion of respondents. The majority of
participants express a strong desire to work from
home at least 50 % of the time, while approximately
one-fourth to one-third of individuals express
a preference for full-time remote work. For example,
a Harvard Business School study on remote workers
found that (Harvard Business School Online, 2021):

® 27 % hope to work remotely full-time;

e 61 % would like to work 2-3 days a week from
home;

e only 18% want to go back to the office
full-time.

A study by the Society for Human Resource Mana-
gement discovered the following (SHRM, 2021):

® 52% would like to work from home
permanently full-time if herd immunity to COVID is
never achieved;

e 34 9% would still like to work from home full-
time and permanently even if herd immunity was
achieved;

® 359% would accept a reduction in salary to
work from home permanently.

Below the table presents a comparison of two more
surveys in 2021 — Pulse of the American Worker
Survey (Prudential Financial, 2021) and WFA +
Remote Work Statistics for 2021: Understanding
Remote Work Data (Owl Labs, 2021).

Other important results of these surveys are as
follows (Prudential Financial, 2021):

® 68 % perceive a hybrid model of significant
remote and in- person work as the ideal model;

® 48 % feel more pressure to be online all the
time while working remotely;

® 39% find it difficult to socialize with
co-workers;

Table 1. Comparative Survey Characteristics (2021)

® 42 9% of workers who plan to leave their
current employer would grade their employer’s
efforts to maintain culture during the pandemic as
a “C” or lower compared to 30 % of all workers.

Finally, the fourth survey of remote workers
finds that (Owl Labs, 2021):

e 81 % think their employer will support
working from home after the pandemic;

® 74% would be less likely to leave their
employer if offered remote work, and 71 % would be
more likely to recommend their company to a friend;

e 239 of full-time employees would take a pay
cut of over 10 % in order to work from home at least
some of the time 57 % were not concerned that work-
ing remotely would impact their career progression;

e 77% report that working remotely would
make them better able to manage work-life balance;

® 32 9% report that training in remote work
would make them more effective.

It is noteworthy that according to the last two
polls 34 % want resources to help set up a home
office, and 33 % want resources to subsidize other
remote work expenses (Prudential Financial, 2021),
but no more than 25 % of companies pay or share the
cost of home office equipment (Owl Labs, 2021).

To sum up, there are some main points from
comparison of these three surveys.

1. Ifthe option of working remotely two to three
days a week were not available, over two-fifths of
employees would consider leaving their current job.

2. Most employees view telework and its
flexibility as a significant benefit and are willing to
sacrifice a significant portion of their earnings for it.

3. More than two-thirds of employees who
worked remotely during the pandemic desire and
expect to continue working from home at least half
the time or permanently. Additionally, over one-fifth
prefer full-time remote work.

4. If they were working from home while their
peers were not, over two-fifths of employees,
especially younger ones, would feel concerned
about their career progress.

Comparison parameters American Worker Remote Work
Survey Statistics
1 | Percentage of people who look for another job provided that their 42 % 46 %
company will continue remote work in the long run
2 | Percentage of people who would like to work remotely at least 87 % 80 %
some of the time (three times per week)
3 | Percentage of people who do not worry because of their career 50 % 57 %
growth through separated work
4 | Average load increase 35% extra 26 hours each
month
5 | Percentage of employees who were able to adapt to remote work 76 % 75 %
and consider it more productive

Source: based on (Prudential Financial, 2021; Owl Labs, 2021)



42 ISSN 2519-4739 (print), ISSN 2519-4747 (online). HAYKOBI 3AITMCKU HaYKMA. Exonomiuni nayku. 2023. Tom 8. Bumyck 1

5. After the pandemic, more than a quarter of
employees, especially those who rate their company
cultures as “C” or lower, plan to leave their current job.

6. With the permanent option of telework for
two to three days, over three-quarters of employees
would experience increased happiness, engagement,
willingness to go the extra mile, reduced stress, and
improved work-life balance.

7. On average, employees are significantly more
productive when working from home.

8. Poor virtual communication and collaboration
are reported as the most significant challenges of
remote work by over three-fifths of employees, and
many express the need for additional training in
these areas.

9. Employees require financial support for home
offices and equipment, but only up to 25 % of
companies have provided such funding thus far.

10. More than half of all employees feel
overwhelmed and burnt out and desire fewer meetings.

The problem of remote work was raised by top-
managers and global leaders very often during the
last years. For example, Elon Musk demanded that
all Tesla staff return to the office full-time in June

2022, according to an email sent to executive staff
and leaked on social media, Musk said in a tweet
that those who do no’t want to come to office
should “pretend to work somewhere else.” Musk
wrote in another leaked email that those who work
remotely are “phoning it in.” He highlights the
importance of being visible and cites his own
notoriously long working hours as an example
(BBC, 2022). Moreover, Elon Musk says remote
work is “morally wrong” and that the “laptop
classes are living in la-la land” in May 2023. The
51-year-old provocateur told CNBC that remote
workers needed to “get off the goddamn moral
high horse.” Musk told Tesla workers last year that
they could work in the office full-time or quit
(Business Insider, 2023).

Despite Elon Musk’s technical brilliance, his
claims regarding poor productivity among remote
workers are simply incorrect.

We conducted a study to find out what are the
main advantages and disadvantages faced by top
managers of Ukrainian companies working
remotely. And the problem of inefficiency of virtual
teams is not even in the first or second place.

Table 2. Survey of Ukrainian business in remote work in 2023

w Would you like to
E The main problems of The main advantages of How do you motivate continue working
2 remote work remote work your colleagues to work remo-tely when
s .
s remotely? there is no urgent
need for it?
1 2 3 4 5
IT, outsourcing
1. Loss of control 1. Small talks before each
2. Issues take much longer 1. Flexible schedule meeting
to resolve 2. Ability to work from any | 2. Turn on the camera
3. Much more difficult location 3. Meetings are more The best opfion
and time-consuming 3. Saving time and costs for interactive is a hybrid g) mnat
1 recruitment traveling to the office 4. Try to keep personal (2-3 dZ s a week in
4. Gates of communica-tion | 4. More balanced work- contact with everyone the o fgce /remote)
with the company and home format 5. Emphasize the
the team 5. Teams become more achievements of each of
5. Meetings become more diverse them and the team as
formal a whole
1. Unwillingness of
managers to realize the
new reality
2. Problems with the forced | 1. Saving time 1. Organization of online
5 return of employees to 2. Saving resources games or events Yes. of course
the offline format 3. Expansion of hiring 2. Regular Sync up with ?
3. Weakening of social ties opportunities each team member
within the company
4. Dismissal of some
positions
1. Emotions are not reflected | 1. Do not need waste time
in correspondence on logistics
2. Teamwo?k is lost 2. Reacﬁon to problems A separate p}? rsc;ln shoEld
3 3. It is necessary to self- faster, messages are only motivate, who shows how Yes, to continue
discipline to the point to achieve results by his/her
p pomn example
4. Bad impact on personal 3. More flexible
life personalized schedule
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Table 2 (continued)

Would you like to

colleagues

. It is more difficult to

switch between working
and non-working hours

. Easier ability to solve
personal issues during
working hours

+ . . .
= The main problems of The main advantages of How do you motivate continue working
g your colleagues to work remo-tely when
= remote work remote work remotelv? there i
= y? ere is no urgent

need for it?
1 2 3 4 5
IT, outsourcing
;' I]S?st];aociilr)l eriilzl?ll'ocr;);?rf:al 1. Clear setting of tasks and
’ Factors & 1. Flexibility of scheduling deadlines
3 Difficulty in time 2. No time wasted on the 2. Self-improvement
4,5 ' mana erient road programs, additional Hybrid option
anageme 3. Possibility to choose a bonuses
4. Difficulty in clearly convenient environment 3. Penalties for failure to
separating work/personal ' fulfill task
time asks
1. Cheaper — savings on rent
2. More efficient
1. Control over business 3. Less emotions and
processes communication
6 2. Some employees find it 4. Relatively free schedule, | Money (fulfillment of Only online
difficult to define KPIs you can work from KPIs + bonuses) y
3. Problems during power anywhere in the world
outages 5. More opportunities to
hire employees from all
over the world
Audit and Consulting
I EZiiZiﬁslewvzﬁge over 1. Greater security during
the war 1. Team is sufficiently self-
2. Increased workload due . .
2. No time wasted on motivated
to the actual absence of a . .
: . traveling to and from 2. Sufficient self-
7 normalized working day L Yes
3 Loss of a sense of work motivation is one of
' teamwork 3. More flexibility in the main principles of
. forming my work recruitment
4. Unproductive use of
N schedule
working time
1. Less involvement in the 1. Ability to work from
team and deterioration of wherever you want
corporate culture 2. More flexible work 1. Personal calls
8 | 2. Slower interaction with schedule 2' Coachine sessions Yes
team members 3. Saving time, energy, and ’ &
3. Poorer development of money on the way to the
social skills office
1. The problem of effective L i:ﬁ:;airilliistfo I(il;fuss
communication with new | 1. Self-organization in seftin i oals & ’ Possibility of
staff work, independence 2 Once%ng2-3 weeks — a hybrid format
9 2. It is difficult to control 2. Saving time and ’ mectines in the office if desired (with
working hours resources 3 Depa rtrgn ent meetings constant access to
3. Problems with team 3. Mobility ’ forpoint activities 0%1 ce the office)
building ) mlon h
1. Lack of full control over | 1. Ability to adjust work to Approximatel
work your own schedule 2_3p tpi)mes fo go};o
10 2. Delgy in solving 2. No ne.ed to spend time No way the office, and the
business processes traveling rest of the week
3. Exhaustion from online 3. Training of remotel
calls, correspondence independence y
L. Detgrlqratlon of work 1. Saving time to get to
discipline work
2. Absence/decrease in live - In the 50/50
o . 2. Ability to work at .
communication with . . format: 2-3 days
11 a convenient time Not relevant

remotely, 2-3 days
in the office
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Table 2 (continued)

Would you like to
b How do you motivate continue workin
= The main problems of The main advantages of Il y K Iv wh g
2 remote work remote work your colleagues to wor remo-tely when
5 remotely? there is no urgent
need for it?
1 2 3 4 5
Research and experimental development in the field of social sciences and humanities
1. Blurring of the
boundaries between
working & personal time . No time spent on
2. The need for an employee .
to arrange his/her tr?{;/ehng to and from the . Bonuses for high-quality
. office
workplace 1ndependently . Ability to work without Wo.rlf . . .
3. Absence or difficulty of . . . Ability to flexibly A hybrid option
12 . A being tied to a specific . .
informal communication . manage your time would be optimal
place or geographical e .
as an element of team location . Recognition of the merits
4 t\)x"]lélfl(lgfe d executive . Saving production costs of colleagues (praise)
discipline due to for the employer
distractions from
everyday life
Telecommunications
1. There are many
distractions at home,
sometimes it is more .
difficult to focus on tasks ’ zvoré(r_tl&flei tbzi[lsléf)?rfl?ﬁle
2. Due to the specifics of ppe y .
L . family and work) Yes, but hybrid
the work, it is sometimes bility (the abili f £ work
necessary to show the . Mobility (the ability tg ormat of wor
13 coduct 1 customers work from anywhere in No wa to be the most
fiv?’-: Ltlhergfolrles ((:)onf letel the world) Y effective (remote
rem,o te work is im possib}lle . The ability to work for work + office visits
3. Sometimes a robliem the result, as tasks arise, if necessary)
. that can be soII)ved in an and not just sit out the
: . hours in the office
hour in the production
swells up to several days
of calls and emails

Source: author’s research

Analyzing the results of the survey of managers
and executives, we can draw certain conclusions.
First, the majority of those who work remotely are
in the IT and consulting industries. This is not
surprising, as these are the areas that are most
adapted to working online, which does not reduce
the quality of their services to customers/consumers.

Secondly, based on the feedback from executives
of various companies on the main problems of working
with virtual teams remotely, general patterns can be
identified. These include a decrease in levers of control
over the team’s work and the problem of effective
communication with new staff, an increase in workload
due to the actual absence of a standardized working
day, a gradual loss of a sense of teamwork due to
insufficient personal communication (and, as a result,
poorer development of social skills), unproductive use
of working time due to a large number of online calls
and meetings, or even exhaustion from online calls and
correspondence. This was reported by 7 out of
13 managers surveyed. Some also noted that there is
a reluctance of other top managers to realize the new

reality that most people do not want to go to offices.
Therefore, there are problems with the forced return of
employees to the offline format. There is also staff
turnover due to the redundancy of some professions:
office managers, event managers, travel managers, etc.
4 out of 13 managers reported that they face problems
with setting KPIs for employees who find it difficult to
self-discipline. Two managers noted that there are
technical problems, namely, the lack of webcams,
internet, or electricity.

Thirdly, many managers were unanimous in
identifying the advantages of remote work compared
to the offline format. In particular, these include
flexible schedules, the ability to work from anywhere
on the world map, saving time and costs for traveling
to the office (and a specific dress code), and a more
balanced work-home format. More than % of all
respondents answered in this way. Approximately one
third of respondents mentioned the benefits that relate
specifically to employers, in particular, saving
production costs for the employer by reducing the cost
of maintaining the office and related staff.
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Although the problem of self-organization of
virtual teams remains relevant, 4 respondents
mentioned independence and self-organization as
advantages of the remote approach. An interesting
observation is that some managers (two of the
respondents) appreciate the opportunity to hire teams
with more diverse geographical, background,
experience, cultural and national characteristics.
Although this is, in fact, both an advantage and
a potential risk and challenge. A specific advantage of
remote work for Ukrainian realities is greater security
during the war, as noted by one respondent. Someone
else mentioned that it is a plus for introverts — less
emotions and communication.

As for how managers motivate their colleagues
to work remotely, the respondents’ opinions were
divided. More than half of them consider it necessary
to invest in staff motivation, both financially and
non-financially. Material incentives include bonuses
for high-quality work (KPIs + bonuses); meetings
for joint activities once a month, such as cinema,
bowling, and theater.

Intangible elements include small-talks before
each meeting, turning on the camera and motivating
others to do the same, making meetings more
interactive, including some entertainment, trying
to keep personal contact with each employee to
understand the overall state of affairs not only at
work but also in their lives (the so-called Sync-up),
coaching sessions and public recognition of merit
(praise).

However, some managers (less than half) believe
that their team is sufficiently self-motivated and
does not need additional motivation; sufficient self-
motivation is one of the main principles of recruiting
new employees. Some believe that the leader is the
best motivator by example, while others believe that
enough time has passed for employees to adapt to
the new realities without additional motivation.

Finally, 6 out of 13 respondents chose a hybrid
option for further work, when they work remotely
for 2-3 days and in the office for 2-3 days. The rest
chose an exclusively online format. However, none
of the respondents agreed to work exclusively
offline, even if external circumstances such as
a pandemic or war disappear.

In general, the results of the survey of Ukrainian
managers are consistent with the results of surveys
of foreign employees. The peculiarity of Ukrainian
business in the remote work format is, firstly, the
presence of technical problems with electricity, the
Internet, and the cost of purchasing equipment as
negative factors. And secondly, the possibility of
staying in safe places(shelters) during missile
attacks as a positive aspect of online work.

Moreover, the COVID-19 pandemic has
accelerated the shift towards increased remote
working, catching many companies off guard and
leading to challenges such as decreased agent
performance and longer hiring and onboarding
cycles. Despite these obstacles, contact center
leaders are recognizing the benefits of remote work
and are willing to make the necessary efforts.
Embracing the work-from-home model allows
companies to access better-qualified and more cost-
effective employees while offering the desired
flexibility. Currently, 77 % of service organizations
are either adopting or expediting their work-from-
home programs, a significant increase from the pre-
pandemic average of 6 % (Deloitte, 2021).

Researchers and practitioners recommend how
to improve the effectiveness of managing virtual
teams (Team Building Hub, 2021):

e Onboarding — virtual onboarding is the
process of training new members and making them
truly feel like a part of the team.

e [eadership Activities — leadership activities
go a step above regular team building exercises.

e Effective Meetings and Events — every team
meeting or event should have an intention that
leaves attendees feeling either inspired, motivated,
or like they understand their given tasks.

e Training — in order for employees to perform
their best, it is a good idea to train them. Teach new
employees how to do their tasks, what your
expectations are, and what resources they can utilize
to get better or if they need assistance in the future.

e Retention — retention is the ability or rate at
which your organization maintains people as
employees.

A further research is needed to fully understand the
implications of remote working. However, several
new studies serve as an important initial step in
addressing new work challenges. It was explored how
behavioral science concepts such as loss aversion,
endowment effect, framing effect, priming, and
social comparison can impact employee performance
and consequently, a company’s bottom line. The
experiment was successfully carried out for a full
month. During that time, individuals in the experimen-
tal group achieved a sales ratio of 3.56 % of total
incoming calls, while the sales ratio for the control
group was 3.26 % of total incoming calls. Hence, the
new incentive architecture improved the sales
representatives’ performance by 10 %. After these
initial results, the company decided to implement
the new incentives architecture to the whole team
(more than 4.000 employees) obtaining an overall
improvement in the sales ratio of around 16 %
compared to the previous period (De Rus, 2022).
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In Ukraine, work in virtual teams, which
began during the coronavirus pandemic, actually
helped to quickly adapt to new realities with the
start of a full-scale war. Physical loss of jobs/
homes/property, rapid evacuation and departure
to safe places in the absence of previous two-
year training could turn into a collapse, for
example, for teachers of a higher school or for

IT specialists. Instead, the acquired skills made
it possible to continue working and studying
anywhere in the world.

To adapt to the remote working environment,
tangible factors like the piggy bank or printed
rankings should be replaced with digital tools. It is
essential to test the effectiveness of this digital
version of the behavior intervention.
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MEHEUKMEHT BIPTYAJVIBHUX KOMAH/: IOBEAIHKOBI ACIIEKTH

3 mouarky orojsonrerHs nanaemii COVID-19 nepeBaxHa KiTbKICTh KOMITaHiH TepeBeria MpariBHUKIB Ha JIUCTaH-
A hopMat poOOTH. Y 3B’5I3KY 3 MM BUHUKIIO 0araro mpooiieM K TEXHIYHOTO, TaK 1 TICHXOJIOTIYHOTO XapaKTepy.
TexHiuHi ipoONIEeMH, MOB’sI3aHi 13 320€3MEUCHHSM OHJIAMH-POOOTH, CYIIPOBOIKYIOTHCSI CYMHIBHUMH TIOKa3HUKAMHU
MPOIYKTHUBHOCTI MPAIiBHUKIB Ta HE3aIOBUTLHUM PIBHEM IICUXOJIOTTIHOTO KIIIMATy Y BIPTYaJIbHUX KOMaH/aX.

Jli1s yeyHeHHS 3a3Ha4eHNX HEIOMIKIB poOOTH Y BIpTyalbHUX KOMaH/Iax OyJIo IIOCTABICHO 32 METY CHCTEMAaTH3Y-
BaTH BIITYKH TIPAIiBHUKIB came MPO KOHKPETHI MO3UTHBHI Ta HETaTUBHI aCleKTH JIMCTAHIIIIHOT pOOOTH, a TaKOK
3aIPOTIOHYBATH JII€BI METOM MOJIIIIIEHHS €(heKTUBHOCTI TaKoi POOOTH, BUKOPHUCTOBYIOUH BXKE aripoOOBaHi Ha Mpak-
THII TIPUHITATIN TIOBEIIHKOBOT EKOHOMIKH.

VY cTarTi aBTOpH OMcay BaXKJIMBICTh KOMILIEKCHOTO TIIXO/Y JIO OLIHFOBAaHHS POOOTH Y BIpTyalIbHIX KOMaH/Iax,
IO CTIUPAEThCS HE TUTBKH HA aHAJII3 e(PEKTUBHOCTI TaKoi pOOOTH, a i Ha MOPaTLHO-TICUXOJIOTTYHUH CTaH KOJICKTHBY.
[okazaHo TakoX, II0 TIOBEIIHKOBI MPUHIIMITA (BKJIIOYHO 3 PI3HOMAHITHIMH MOTHBAIIHHIME THCTPYMEHTAMH) CITiJT
BPaxXOBYBATH y CTpaTeril MCHEPKMEHTY BipPTYaJlbHUX KOMaHI.

MeTonamut JI0CIIKEHHS € ONIMCOBUH (JIJ11 BU3HAYEHHSI TOTOYHOT CUTYAITIT 3 IMCTAHIIIHHOI POOOTO0), aHAITHY-
HUi (JUTsI OTIPALFOBAHHSI CTATHCTUYHKX JIAHUX ), METO[IM CHHTE3Y Ta MOPIBHSHHS (17151 OTIPAIFOBAHHSI 3a[POIIOHOBAHO-
IO aBTOpaMK OMHUTYBaHHS). Y pe3ysbrari IPOBEJICHOTO aHaNi3y y CTATTi 3alpPONOHOBAHO KOMIUIEKCHUH MMiIXiM 10
MEHE/DKMEHTY BIPTYaIbHUX KOMaH]] Ha OCHOBI CHCTeMAaTH3allii po0JieM Ta KOHKPETHUX IUISXIB TX BUPIIICHHS.

VY pesysbrari k0T IOCII/PKEHHS 3aIPOIIOHOBAHO BUKOPUCTATH ITiIXOIN MOBEIIHKOBOI HAYKH JITsl TTOMITTIICHHS
JIACTAHIIIHOT pOOOTH, SIK-OT: HECXMJIBHICTD JI0 BTpaT, eheKT HajiieH s, eekT QpeiiMiHry, paiiMiHT Ta ColiaTbHe
TIOPIBHSIHHS, IO BKE JI0 TIEBHOT MIPH JIOBOJUTHL CBOIO e(heKTHBHICTb. [loyalibliie BIPOBAKEHHS TAKHX EJIEMECHTIB
TIOBEIIHKOBOI HAYKH € OJTHHM 13 3aBJIaHb MaHOYTHIX JIOCITIPKEHb TAKOTO BTpy4YaHHs. L[fo cTaTTio MOXHA BUKOPUCTATH
JUTST TIOAAJTBHIIIOTO Ta TIMOIIOTO MPAKTHYHOTO JIOCHIDKSHHS TIO3UTHBHUX 1 HETaTHBHUX aCMEKTIB Y pOOOTI BipTyallh-
HHX KOMaHJI B YMOBAaX JIOBTOCTPOKOBOT pOOOTH B TIOpUIIHOMY (hopMaTi.

KuarouoBi ciioBa: nucranmiitHa po0oTa, BipTyaibHA KOMaHJa, KOMYHiKallisi, GOpMyBaHHS KOMaHJIH,
MOTHBAIIisl, TOBE[IHKOBA HAyKa.
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