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The article examines the characteristics of shaping and sustaining corporate culture in distributed teams in the context of digitalization and the
transformation of traditional forms of work organization. It is argued that the rapid proliferation of distributed teams, exacerbated by
globalization, highlights the challenge of maintaining organizational identity in the absence of a shared physical space. E. Schein’s classic three-
layer model of corporate culture is examined, and it is shown that in a distributed format, each of its levels undergoes a significant transformation.
It has been established that artifacts are transitioning to digital form, whilst basic assumptions are formed much more slowly due to a lack of
shared experience and the fragility of trust at a distance. It has been revealed that the deep level of basic assumptions is most vulnerable, as a
team may possess formalized digital artifacts and proclaimed values in the absence of genuine shared beliefs. External and internal factors in
culture formation have been identified that take on new significance in the context of remote interaction, particularly a leader’s digital
competence, emotional intelligence, and role as an active architect of culture. It is demonstrated that culture formation in a distributed format
cannot occur spontaneously, as the natural mechanism of ‘cultural diffusion’ is virtually non-existent in a virtual environment and therefore
requires a proactive, managed approach. The correspondence between levels of corporate culture and the digital tools that support them has been
systematized, and the dual role of digital platforms has been substantiated. The practical significance of the results lies in their applicability to
managers of distributed teams for the targeted development and maintenance of corporate culture. Prospects for further research include
empirically testing the proposed theoretical propositions using data from Ukrainian companies and developing practical tools to assess the level
of corporate culture development in distributed teams.
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Y cmammi posaasdaiomscs ocobaugocmi popmysarHs ma nidmpumaHHs KOpnopamusHoi Kyabmypu 8 po3nodiieHux KoMaHdax y KoHmexkcmi
yugposizayii ma mparcgopmayii mpaduyiiinux gpopm opzaHizayii npayi. Cmeepdicyemucsi, Wo cmpimke nOWUPeHHs po3nodileHUX KOMAHO,
sIKe NOCU/IEMbCsl 2106a1i3ayiero, nidkpecaioe ckaadHicme 36epediceHHs1 opeanisayitiHoi idenmuyHocmi 3a 8idcymHocmi cnifbHO20 PizuvHo20
npocmopy. Pozensdaemucs kaacu4Ha mpupisHesa modenb kopnopamusHoi kyabmypu E. llleiina. IlokazaHo, wjo 6 posnodineHomy opmami
KodceH 3 ii pigHie 3a3Hae 3Ha4HUX 3MiH. BcmaHoseseHo, wjo apmegakmu nepexodssmbv y yugposy ¢opmy, modi sk 6a308i npunyujeHHs
dopmyromucsi Habazamo nosiibHiwe vepes 6pak cniabHo20 doceidy ma Kpuxkicms dogipu Ha 8idcmaui. BusisaeHo, wo came eaubuHHuUll pigeHb
6a308uUX npunyweHb € HalbiAbll 8pa3/auUM, OCKIIbKU KOMAHOA Modxce 80400imu ¢popmanizogavumu yugdposumu apmedakmamu ma
npo2o/0WeHuUMuU YiHHOCMSMU 3a 8I0CYymMHOCMI cnpasiCHIX CNiILHUX NepeKkoHaHb. BusHayeHo 308HiWHI ma eHympiwHi YUHHUKU (hOpMYB8aHHS
Ky/ibmypu, siKi Ha6ye8arms H08020 3HAYeHHs 8 KOHmekcmi 8iddaseHoi 83aemodii, 30kpema yugdposa komnemeHmHicmeo Aidepa, tio2o emoyitiHull
iHmesiekm ma poab akmueHozo apximekmopa Kyavmypu. [IpodemoncmposgaHo, wo opmyeaHHs Kyabmypu e posnodineHomy opmami He
Modice 8106y8amucsi CHOHMAHHO, OCKIbKU NPUpOJHULl MeXaHI3M «KyabmypHoi dughysii» npakmuyuHo gidcymuitl y eipmyaavbHomy cepedoguuyi i
MoMy 8uMazde NpPoAKMUuBHO20, Kepo8aHozo nidxody. Cucmemamus308aHO 8i0Nno8idHicMb MiXC pIBHAMU KOpnopamugHoi Kyabmypu mda
yugposumu iHcmpymeHmamu, wo ix niompumyroms, a makoic 06rpyHmMo8aHo nodeiliHy poav yugposux naamgopm. [lpakmuyHe 3Ha4eHHs
pesysbmamie nossiede 8 ix 3acmocysaHHi MeHedycepamu pO3NoJiNeHUX KOMAHO 045 Yllecnpsmo8aHO20 pO38UMKYy ma nidmpuMaHHs
KopnopamugHoi kKyavmypu. [lepcnekmusu nodanvwux 0ocaidxceHb nepedba4aioms eMnipudHy nepegipky 3anponoHO8AHUX Meopemu4Hux
N0/10%eHb 3 BUKOPUCMAHHAM OGHUX YKPAiHCbKUX KOMNAHIU ma po3pobKy Npakmu4Hux iHCMpymeHmie 0451 OYIHKU DiGHS PpO3BUMKY
KOpnopamueHoi Ky/ibmypu 8 po3nodiieHitl KoMaHoL.

Karwouosi ci0ea: kopnopamusHa Ky/bmypa, po3nodiieHa KoMaHda, eipmyasbHa kKomaHoa, yugposizayis, ducmaHyiiina poboma, yugpposi
iHcmpymeHmu, opaawisayitina ideHmuyHicmy, sidepcmso.

Statement of the problem

In the context of digitalization and globalization, traditional forms of work organization are undergoing a significant
transformation. The adoption of cloud technologies, video conferencing tools, and collaboration platforms has eliminated most
of the technical barriers to geographically distributed work, leading to a rapid increase in the number of so-called distributed
teams. A distributed team is a work group whose members collaborate on shared tasks but are physically located in different
cities, countries, or time zones. Such teams are characterized by cross-cultural diversity, the absence of a single physical office,
and operation exclusively within a shared virtual environment.

This model of work organization gives rise to qualitatively new management challenges. Unlike traditional teams,
distributed teams lack the informal communication channels that serve as the “connective tissue” of the corporate environment
in conventional offices. The absence of these mechanisms complicates communication, coordination, and mutual trust among
team members.

In this context, corporate culture takes on particular significance-a system of shared values, behavioral norms, and
practices that shape the organization’s internal environment. It not only sets strategic guidelines and defines development
priorities, but also serves as a vital tool for social integration, fostering team cohesion and employee loyalty. For a distributed
team, corporate culture can compensate for the lack of face-to-face interaction by fostering a sense of shared identity and
belonging to the organization despite physical distance.

In Ukraine, the urgency of this issue has significantly intensified due to the full-scale invasion, which has led to mass
forced relocation and migration of the workforce both within the country and beyond its borders. A significant portion of
Ukrainian companies were forced to transition to a distributed work format within an extremely short timeframe, without
adequate preparation or established management practices. Under such conditions, the issue of preserving and developing
corporate culture takes on not only theoretical but also acute practical significance. All of the above factors underscore the
relevance and practical significance of researching this specific topic.

In analyzing existing research on corporate culture, it should be noted that the concept entered the academic sphere
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basic beliefs formed through the process of a group’s adaptation to the external environment and internal integration.”The
shift toward distributed teams has significantly transformed models of communication and collaboration within organizations.
Thus, ].K.J. Kahlow [7] noted that digital, remote communication has replaced face-to-face interaction, altering team dynamics.
At the same time, L. Schlenkrich and C. Upfold [10] emphasized that such remote communication leads to significant problems
due to the loss of the ability to interpret nonverbal cues. Researchers also specifically highlight the problem of information
overload and digital fatigue. M. A. Garg and P. Ranga [6] suggested that organizations’ dependence on technology requires a
reassessment of collaboration strategies, with an emphasis on clarity, inclusivity, and the formation of a new digital corporate
culture.

This idea was supported by ]. V. Dinh [5], who suggested that companies organize virtual team-building events to
maintain connections among members of distributed teams. Such social activities may include informal group interactions,
one-on-one sessions with leaders, and group activities. This will strengthen a sense of belonging and foster a remote corporate
culture.

Maintaining corporate culture in distributed teams requires significant resources and strong leadership skills, as
emphasized by V. 0. Akpa [4]. The absence of a shared physical space can complicate the formation of a unified organizational
identity and shared values.

The purpose of the research

The purpose of this article is to examine the characteristics of building and maintaining corporate culture in
distributed teams in the context of digitalization and the transformation of traditional forms of work organization.

Presentation of the main research material

The development of organizational culture is a complex, multifaceted process, and this task is made particularly
challenging when working with distributed teams. According to classical, widely accepted theories, the factors influencing
corporate culture are divided into external and internal factors. Internal factors can be strategic or tactical and encompass the
company’s mission, its stage of development, level of technological capability, staff attitudes towards change, corporate
traditions, and the human resources management system [1]. External factors, on the other hand, shape the overall context in
which the organization operates. These may include legislative norms, the economic and political situation, scientific and
technological progress, partnerships, and the level of competition and management culture within the industry.

However, in the context of digital transformation and the operation of distributed teams, the factors shaping corporate
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Fig. 1. Factors influencing the development of corporate culture in a
distributed team. Source: developed by the author

such a team who must create a safe corporate culture environment to overcome these
difficulties.

Thus, corporate culture represents a set of basic assumptions, values, behavioural
norms and artefacts shared by members of the organisation and passed on to new
employees as the ‘correct’ way of perceiving, thinking and acting [2]. In a distributed team,
this transmission mechanism is complicated: a new employee is deprived of the
opportunity to naturally ‘pick up’ the culture through daily observation of colleagues in the
office, so assimilating shared concepts requires deliberate effort on the manager's part.

The most influential model of corporate culture was proposed by the American
psychologist Edgar Schein. He describes culture as a three-layered structure (Fig. 2).

The first, top layer consists of artifacts, that is, visible elements - symbols, office
. design, dress codes, greeting rituals, and corporate celebrations. In a distributed setting,

Fig. 2. Structure of corporate st traditional artifacts lose their foundation, as there is no shared physical space, dress

culture. Source: compiled by the  code, or in-person rituals. They are replaced by digital artifacts - the design of shared

author based on [8] workspaces, channels for recognizing achievements in messaging apps, virtual corporate
events, and online greeting rituals.
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The second layer comprises stated values - the mission, strategy, goals, and rules that the organization publicly
proclaims. In distributed teams, these values are more often documented and communicated via digital channels, as there is no
informal ‘office’ way of constantly reinforcing them.

The third layer is the foundational, deepest one: basic assumptions (unconscious, self-evident beliefs about human
nature, time, space, and relationships that determine behavior) [8]. It is at this level that development is slowest in a distributed
environment, as it arises from shared experience and interaction, which teams lacking physical contact lack.

It is important to note that there may be a significant discrepancy between these layers. A company may declare
‘openness and transparency’ as a value, whilst the actual culture involves a rigid hierarchy and fear of criticism. This
discrepancy between ‘culture on paper’ and ‘culture in action’ is one of the most common and dangerous organizational
phenomena. In distributed teams, the risk of such a discrepancy increases due to the lack of face-to-face contact. In such cases,
itis harder for a manager to notice that the declared values do not work in practice, and for employees to sense the real culture
rather than the proclaimed one. Therefore, an organization’s corporate culture is not merely corporate slogans, but a deep-
seated system of guiding principles that genuinely influences the daily behavior of every team member. According to E. Schein
[9], it is the basic assumptions that constitute the most powerful and enduring level of culture. They are rarely recognized, yet
they determine how people perceive problems and find solutions.

Alongside E. Schein’s model, it is worth mentioning Charles Handy’s typology of cultures, which identified four types:
a power culture (a ‘spider’ culture - the concentration of decision-making around a single center), role culture (bureaucratic,
hierarchical), task culture (project-oriented, team-based), and personality culture (focused on an individual ‘star’ specialist)
[9]. Understanding the type of culture is a prerequisite for any management decisions.

That is why it makes sense to examine each level of corporate culture in more detail, specifically in the context of
distributed teams. Indeed, the artifacts level undergoes the most noticeable changes, as it has traditionally been tied to physical
space. In the office, artifacts included the interior design, workstation layout, noticeboards, and communal break areas. In a
distributed team, the digital environment becomes the carrier of artifacts: the interface and structure of corporate platforms
(Microsoft Teams, Slack, Google Workspace), the design of shared channels, participants’ avatars and statuses, the format of
video meetings, emojis, and internal memes as elements of informal communication. It is telling that digital tools become not
only a technical but also a cultural resource for the team, shaping a shared digital identity [1; 3].

The level of declared values in a distributed format requires a significantly higher degree of explicitness. Whilst in a
traditional team, values and behavioral norms can be conveyed informally, in a distributed team, this informal channel is almost
non-existent. Therefore, values must be clearly documented, enshrined in team rules, regularly discussed at joint meetings, and
reinforced by a transparent system of evaluation and recognition. Researchers emphasize that it is precisely the transparency
of communication and the public recognition of achievements that become practical mechanisms for transmitting values in a
virtual environment [3].

The level of basic assumptions is the most difficult to establish remotely. This deeper layer arises from shared
experiences of overcoming difficulties, long-term interaction, and mutual trust-in other words, precisely what a distributed
team lacks most. Trust develops more slowly here and remains more fragile, and without it, basic notions of colleagues’
reliability, acceptable standards of behavior, and methods of conflict resolution do not have time to take root. This creates a
specific risk: the team may have well-defined artifacts and clearly stated values, but an ‘empty’ deep level where genuine shared
beliefs have not yet formed [2]

Table 1. A Comparison of Corporate Culture Structures in Traditional and Distributed Teams
Level of culture
(according to E. Schein)
Artifacts (visible
elements: symbols,
rituals)

The traditional team Distributed team

Digital platform interfaces, shared channels, avatars and
statuses, channels for recognizing achievements, virtual
corporate events

Office space, dress code, noticeboards, face-to-face
greetings, and company parties

Informal learning through colleagues’ example, the
manager’s feedback, and the overall atmosphere
within the team

Basic assumptions These develop naturally through shared experiences,| Forms slowly, trust is fragile, there is a risk of an ‘empty’
(unconscious beliefs) long-term interaction and physical presence deep level without established shared beliefs

Source: compiled by the author based on [1; 2; 7; 9]

As shown in Table 1, E. Schein’s three-layer logic is retained in both formats, although the implementation of each
level differs. Artifacts are digitized, values require conscious articulation rather than informal transmission, and basic
assumptions take longer to form and require targeted efforts by the manager to embed them. This is precisely why culture-
building in a distributed format cannot happen spontaneously - it requires a proactive, managed approach.

In a traditional office, culture largely forms on its own. Employees observe colleagues' and their manager's behavior
daily, adopt unwritten norms, exchange information in informal conversations, and experience work situations together. This
natural mechanism of ‘cultural diffusion’ is virtually absent in a distributed team, as there is no shared physical space or daily
interactions. Therefore, what happened spontaneously in the office must become the subject of a conscious managerial effort
in a virtual environment.

A proactive approach means that the manager does not wait for the culture to ‘develop on its own’, but purposefully
designs its elements. The manager articulates and documents values, establishes clear norms for team interactions, establishes
communication rituals, organizes newcomer onboarding, and maintains regular communication. In other words, the leader of
a distributed team transforms from a passive bearer of culture into its active architect. It is precisely their digital competencies,
leadership qualities, and ability to build trust across distances that determine whether a unified organizational identity will
form despite physical distance. Digital tools play a key role in implementing this approach, becoming the primary medium for
conveying and upholding corporate values.

In a distributed team, digital platforms serve a dual function: they are not only a technical means of exchanging
information but also a cultural resource through which shared values are conveyed, reinforced, and cemented. Researchers
emphasize that it is precisely the integration of digital tools into daily activities that enables corporate values to be upheld in
circumstances where face-to-face contact is limited or absent [3].

Let us consider how specific tool sets support individual corporate values. In a distributed team, digital platforms
serve a dual purpose. They are not only a technical means of exchanging information but also a cultural resource through which
shared values are conveyed, reinforced, and cemented. Researchers emphasize that it is precisely the integration of digital tools
into daily activities that enables corporate values to be upheld in circumstances where face-to-face contact is limited or
absent [3]. Let us consider how specific tool sets support individual corporate values. Collaboration platforms (Microsoft
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Teams, Google Workspace) provide a single information space where all important decisions, strategic updates and reports are
accessible to every member. This supports the values of transparency and trust, as equal access to information reduces the
sense of information isolation typical of distributed teams. According to research, the use of such platforms reduces the time
spent on task coordination and increases the transparency of decision-making [3].

Messaging apps and instant communication channels (such as Slack and Telegram) foster a sense of team spirit and
loyalty. Dedicated sections for recognizing achievements, announcing the successes of employees and departments, and
informal communication make up for the lack of ‘office chatter’ and strengthen the sense of belonging to the team.

Task management systems (Trello, Asana, Jira) support the values of accountability and self-organisation. Visualizing
progress, clearly defining roles, and transparently tracking deadlines make each member’s contribution visible to the whole
team, which is particularly important when colleagues cannot be directly observed at work.

Feedback and survey tools (Google Forms, internal chats) support the values of openness. Regular surveys on
satisfaction and engagement create a two-way communication channel between management and employees, fostering an
open culture.

Online learning platforms (LMS systems) support continuous development. Access to educational materials and
courses fosters a culture of lifelong learning that is not dependent on physical presence in the office. Drawing on the corporate
culture models discussed above, we systematize the correspondence between levels of corporate culture and the digital tools
that support them in a distributed format (Table 2).

Table 2. Digital tools as a means of maintaining corporate culture within a distributed team
How this manifest itself in a distributed

Culture level Digital support tools Core corporate values

setting
. Symbols and rituals are transformed into | Recognition channels on Slack/Telegram, virtual Team spirit, a sense of
Artifacts L .
digital form events, shared workspaces belonging
Rules are documented and explicitly Google Workspace, Microsoft Teams (shared
Stated values . : Transparency, trust
articulated strategy and reporting channels)
Interaction | The division of roles and responsibilities Trello, Asana, Jira (visualization of tasks and Accountability, self-
norms becomes clear deadlines) organization

It replaces the informal ‘reading’ of the

Feedback ) Google Forms, internal surveys Openness
office atmosphere
Basic These take time to develop due to a lack of| LMS platforms, regular online meetings, and Continuous development,
assumptions shared experience collaborative learning mutual trust

Source: compiled by the author based on [1; 3]

The proposed framework demonstrates that digital tools support corporate culture not haphazardly, but at every
level of its structure: from visible artifacts to deep-seated underlying assumptions. This confirms the thesis that, in a distributed
format, culture is not formed spontaneously, but through the deliberate ‘saturation’ of each level with appropriate digital
mechanisms under the guidance of a manager.

Conclusions and prospects for further research

The research suggests that the corporate culture of a distributed team retains the classic three-tier structure
described by E. Schein, yet fundamentally alters how each level is implemented. Artifacts move from physical space to the
digital environment, declared values require conscious documentation rather than informal transmission, and basic
assumptions form much more slowly due to a lack of shared experience and the fragility of trust across distances. It is this last,
deepest level that proves most vulnerable: a team may have well-designed digital artifacts and clearly articulated values, but
an ‘empty’ deeper layer where genuine shared beliefs have not yet taken root.

The key finding of the study is that the formation of culture in a distributed format cannot happen spontaneously. The
natural mechanism of ‘cultural diffusion’, characteristic of a traditional office, is virtually absent in a virtual environment due
to the lack of shared space and casual daily interactions. Consequently, the leader of a distributed team transforms from a
passive bearer of culture into its active architect, a role that, in addition to classic leadership qualities, requires digital
competence, high emotional intelligence, and the ability to build trust without personal contact.

It has been established that digital tools play a dual role - technical and cultural - acting as the primary channel for
transmitting and reinforcing values. The proposed systematization shows that different tool groups support different levels of
culture. Tools range from messaging apps and virtual events at the artifact level to learning platforms and regular meetings at
the level of basic assumptions. At the same time, digital tools are merely a means to an end; they do not create culture on their
own but serve as channels whose effectiveness depends on the manager’s proactive stance.

Prospects for further research relate to the empirical testing of the proposed theoretical propositions using data from
Ukrainian companies that have transitioned to a distributed format, as well as the development of practical tools for assessing
the level of development of a distributed team’s corporate culture and mechanisms for its purposeful formation in the context
of crisis-driven transformations.

Jlimepamypa

1. Beii, I. B., & CuHuveHko, A. B. (2024). CkaJHUKU MiZBUILEeHHsI epeKTUBHOCTI yNpaBJiHHA BipTyaJlbHUMH KOMaHJJaMU B KOHTEKCTI
Cy4acHUX BUKJIMKIB Ta 3arpos. EkoHomika i opzaHizayis ynpasainns, 2(54), 54-68. https://doi.org/10.31558/2307-2318.2024.2.5

2. BauzHiok T. [1. MeTozoJi0risl yIpaBIiHHs NepPCOHAJOM y MyJbTUHAL[iOHAJIBHIN KoMMOaHii : aBToped. Auc. ... A-pa ekoH. Hayk: 08.00.
Xapkis, 2019. 40 c.

3. [ucapeBchbka, I. 1., [ucapeBcbkuii, M. I, & MeniksH, €. 10. (2025). Po3BuTOK 1jM$POBOI KOPNOPATUBHOI KYJAbTYpHU Ta LUPPOBUX

KOMYHIKalliHHUX iHCTPYMEHTIB 51K paKTOp MiJiBUILEHHS KOHKYPEHTOCIPOMOXHOCTI i AMPUEMCTBA. YKpaiHCbKull HcypHaAL NPUKAAOHOT
exoHomiku ma mexHiku, 10(4), 336-339. https://doi.org/10.36887/2415-8453-2025-4-68

4. Akpa, V.0., Asikhia, 0.U. and Nneji, N.E. (2021), “Organizational culture and organizational performance: a review of literature”,
International Journal of Advances in Engineering and Management, Vol. 3 No. 1, pp. 361-372.

5. Dinh, ].V,, Reyes, D.L., Kayga, L., Lindgren, C., Feitosa, ]. and Salas, E. (2021), “Developing team trust: leader insights for virtual settings”,
Organizational Dynamics, Vol. 50 No. 1, p. 100846.

6. Garg, M.A. and Ranga, P. (2024), “Beyond the office: unlocking well being through remote work”, Migration Letters, Vol. 21 No. S3, pp.
697-708.

7. Kahlow, J.KJ., Klecka, H.K.H. and Ruppel, E.R.E. (2020), “What the differences in conflict between online and face-to-face work groups
mean for hybrid groups: a state-of-the-art review”, Review of Communication Research, Vol. 8, pp. 51-77.

8. McKinsey @ &  Company. The  culture factor in  transformations. = McKinsey  Quarterly. 2025.  URL:

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-culture-factor

ISSN 2415-8453. YKpaiHCbKUI )KypHaJ/I IPUKJIaAHOI eKOHOMiKM Ta TexHikM. 2026 pik. Tom 11. Ne 2.
30


https://doi.org/10.31558/2307-2318.2024.2.5
https://doi.org/10.36887/2415-8453-2025-4-68

9. Schein, E. H. (2004). Organizational culture and leadership (3rd ed.). Jossey-Bass. https://agustinazubair.wordpress.com/wp-
content/uploads/2013/04/13-organizational culture and leadership 3rd edition-p-4581.pdf

10. Schlenkrich, L. and Upfold, C. (2009), “A guideline for virtual team managers: the key to effective social interaction and
communication”, Electronic Journal of Information Systems Evaluation, Vol. 12 No. 1, pp. 109-118.

References

1. Bei, H. V., & Synychenko, A. V. (2024). Skladnyky pidvyshchennia efektyvnosti upravlinnia virtualnymy komandamy v konteksti
suchasnykh vyklykiv ta zahroz [Components of improving the efficiency of virtual team management in the context of modern
challenges and threats]. Economics and Organization of Management, 2(54), 54-68. https://doi.org/10.31558/2307-2318.2024.2.5

2. Blyzniuk, T. P. (2019). Metodolohiia upravlinnia personalom u multynatsionalnii kompanii [Methodology of personnel management in
a multinational company] (Doctoral dissertation summary). Kharkiv.

3. Pysarevska, H. I, Pysarevskyi, M. I, & Mielikian, Ye. Yu. (2025). Rozvytok tsyfrovoi korporatyvnoi kultury ta tsyfrovykh
komunikatsiinykh instrumentiv yak faktor pidvyshchennia konkurentospromozhnosti pidpryiemstva [Development of digital
corporate culture and digital communication tools as a factor of increasing enterprise competitiveness]. Ukrainian Journal of Applied
Economics and Technology, 10(4), 336-339. https://doi.org/10.36887/2415-8453-2025-4-68

4. Akpa, V. 0., Asikhia, 0. U., & Nneji, N. E. (2021). Organizational culture and organizational performance: A review of literature.
International Journal of Advances in Engineering and Management, 3(1), 361-372.

5. Dinh, J. V,, Reyes, D. L., Kayga, L., Lindgren, C., Feitosa, |, & Salas, E. (2021). Developing team trust: Leader insights for virtual settings.
Organizational Dynamics, 50(1), Article 100846.

6. Garg, M. A, & Ranga, P. (2024). Beyond the office: Unlocking well being through remote work. Migration Letters, 21(S3), 697-708.

7. Kahlow, J. K. ]., Klecka, H. K. H., & Ruppel, E. R. E. (2020). What the differences in conflict between online and face-to-face work groups
mean for hybrid groups: A state-of-the-art review. Review of Communication Research, 8, 51-77.

8. McKmsey & Company. (2025) The culture factor in transformatlons McKinsey Quarterly.

.mcKi

9. Scheln E. H. (2004). Orgamzatlonal culture and Ieadershlp (3rd ed.). Jossey-Bass. https: z[agustmazubalr wordpress.com/wp-

content/uploads/2013/04/13-organizational culture and leadership 3rd edition-p-4581.pdf

10. Schlenkrich, L., & Upfold, C. (2009). A guideline for virtual team managers: The key to effective social interaction and communication.
Electronic Journal of Information Systems Evaluation, 12(1), 109-118.

CraTTa Hagilmia go peaakuii / Received 10.05.2026 Ipuitaara go apyky / Accepted 18.05.2026

Ony6ikoBaHo/ Published 31.05.2026

ISSN 2415-8453. Ukrainian Journal of Applied Economics and Technology. 2026. Volume 11. Ne 2.
31


https://agustinazubair.wordpress.com/wp-content/uploads/2013/04/13-organizational_culture_and_leadership_3rd_edition-p-4581.pdf
https://agustinazubair.wordpress.com/wp-content/uploads/2013/04/13-organizational_culture_and_leadership_3rd_edition-p-4581.pdf
https://doi.org/10.31558/2307-2318.2024.2.5
https://doi.org/10.36887/2415-8453-2025-4-68
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-culture-factor

