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IDENTIFICATION AND ANALYSIS
OF REMOTE PROJECT TEAMS'
DEMOTIVATION CAUSES
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acuipaHT KadeApy MeHeAKMEHTY Ta ¢inancis, Mapiynoasceknit AepskaBunit VHiBepcureT

IAEHTU®IKALISI TA AHAAI3 IPUYMH AEMOTUBAIIT BIAAAAEHUX ITPOEKTHUX KOMAHA

The article outlines the structural approach to the identification and analysis of demotivational causes of
remote distributed teams, that can be applied for the sake ofremote project teams’efficiencyimprovement.
As widely known, the appearance of the COVID-19 virus led to the amplification of transformational
processes that focus on the transition to online work mode, which subsequently generated a set of business
challenges. Regardless high adoption rate of online solutions focused on collaboration, wide usage of
information technologies in modern organizations, and the relatively low entry threshold required for
interaction with digital systems, standard approaches to the analysis of personnel demotivation tend to
underperform inremote environments and, therefore demand considerable enhancements. The modern
process of transition from co-location mode into offline mode provides businesses with a set of benefits,
such as cost reduction and automation of various operational activities, however, such metamorphosis
requires a fundamental anticipation of problems that can occur as a result of this change — primarily, in
terms of employee motivation and incentive, which are essential for the successfuloperations of a business
of any kind. In that regard, the article analyzes the core causes of remote project teams’ frustration,
describes the standard motivationalissues that human resources may face, specifies the core organizational
problems that may negatively affect the initiative of distributed teams, and also proposes the framework
that can help to identify causes and organizational aspects that can lead to further discouragement and
subsequently negatively influence core business results. Hence, the described process provides
organizations with an opportunity to assess the existing and potential discouragers that provoke a decline
in the overall productivity of remote teams in addition to the suggestion of a straightforward action plan
that is presumed to resolve the core demotivational drivers. Consequently, a regular and continuous
implementation of the process described in the article can support the improvement of distributed
personnel’s contribution, which in its turn can help to increase the overall operational outcomes.

CrarTs onucye CTPYKTYPHUN nigxig Ao ineHtudikauii Ta aHanisy npnyvH gemMoTuBawii BigaaneHnx Ko-
MaHpg, Lo MOXe OYTy BUKOPUCTaHU 33419 NigBULLEeHHs1 e(peKTUBHOCTIi poOOTU NPOEKTHNX KOMaH4, LUO
npawvrooTs y BigaasneHoMy pexxumi. Sk Binomo, BUHMKHeHHs Bipycy Covid- 19 cnoHykasno [o nigcuneHHs
TpaHcgopmaLifiHNX NPoLeciB siki POKYCyrOTbCS Ha nepexoai 4o OH1arH B3aEeMo4ii 3a,40M0OMOroro 4igxu-
TasibHUX Ta iHpopmaLiiHNX cucTem, YO y CBOIO Yepry CTBOPUJIO Uiy HU3KY Gi3Hec BUKJ/INKIB. BusiBnieHo,
L0 He [ANBJISIYNCH HA PO3BUHEHICTb iHQpOPMaLiiHNX TEXHOJIOTIN, LUMPOKY PO3NMOBCIOPKEHICTb 4OCTYY A0
MepeXXi iHTepHeT, a TaKOXX HU3bKWIA NMopir BXoAY /151 B3aEMoaii 3 nofioHMMu cuctemMamm, CTaHgapTHI nigxo-
AN [0 BU3HA4YE€HHS OCHOBHUX MPUYUH AeMOTUBaLlii nepcoHasly BumararoTb 3MiH. CydacHuii nnpouec nepe-
O6yaoBu poboyoro npouecy 3 opaariH 40 OHANH PeXxxnMy Hagae nignpPUeEMCTBaM MOXJTUBICTb ONTUMI3Y-
BaTvi BUTPAaTN Ta aBTOMAaTU3yBaTu HU3KY OrnepauiiHnXx akTUBHOCTe!, 0oAHO4YaCHO 3 UM, noAi6Hi meTamop-
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o3y BuUmaraioTb pyHAaMeHT asibHOro OCMUCJIEHHS NMPO6IeM s1Ki MOXXYTb BUHUKHYTU B Pe3yJibTati nogioHoro
nepeTBOPEHHS — B nepLly Yepry y po3pi3i MoTuBaLii nepcoHary, Lo € ogHUM 3 nNPoBigHnx 6a3ucis ycniLu-
HOro ¢yHKUiOHYBaHHS opraHi3adii. Takum YuHoOM, y CTaTTi npoaHaii30oBaHO OCHOBHI rpynu .AeMoTUBaTopiB
JIIOACbKNX pecypciB, onucaHuii Habip cTaHAapTHUX MOTUBALIHUX Ta CTUMYNSALIRHNX NPO6/1eM 3 SkuMn
CTUKalOTbCS BigaaneHi npayiBHUKN, BU3Ha4eHi OCHOBHI opraHi3auiviHi npo6siemu, Lo MOXXYTb HeraTuBHoO
BIUIMBaTU TA iHILiaTUBHICTb PO3MOAi/IeHNX KOMaHA, a TaKo)k chopmMysibOBaHO Ta onncaHo ppeiiMBopK Ha-
npasJieHNN Ha iAeHTugiKaLiro MPUYUH Ta OpraHi3aLliiiHNX acriekTiB, L0 B 1epCrieKTUBI MOXXYTb MPU3BECTU
A0 BTpaT MOTUBAaLIii Ta TakKuM YUHOM HeraTuBHO BIVIMHYTU Ha OCHOBHI Gi3HeC-noKa3HUK niagnpueMcTBa.
TakuM YNHOM, ONMUCaHNN NPOLEC HAAAa€ MOXKJTUBICTb PO3Ir/ISHYTU HasiBHi Ta NOTEHLiViHI noapa3HUKU, LLO
CIMOHYKalOTb 10 3HVWKEHOI MPOaKTUBHOCTI NepCcoHaJsly Lo npaLlloe B PeXXUMi OHJ1IariH O4HOYaCHO 3 BU3Ha-
YeHHSAM NoAasbLLUOIo r1aHy Ain, Lo 6yae HanpasieHo Ha PO3B 'I3aHHS roJIOBHUX NoApa3HuKiB. B nogasb-
LLIOMY, peryJisipHe Ta 3/1arog)XxeHe CigyBaHHS rpoLecy ornnucaHoOMY B CTaTTi 3MOXXe CIPUSITU NOKPAaLLeHHIO
po60oTH po3nogineHoro nepcoHany, Wo B CBOIO Yepry 3MoXe rnoKpawuTy onepawliiHi mnokasHuku

nignpueMcTs.

Key words: motivation, demotivation, remote work, distributed teams, analysis of teams, project management,

organizational management, team coordination.

KaroyoGBi cnoBa: momuBauis, demomuBauis, Biddaserna po6oma, posnodineHH KoMaHOU, QHAAI3 KOMAHO, NPO-
EKMHUU MEHEONCMEHM, MEHEDHCMEHM OP2AHI3AYIL, KOOPOUHAYIST KOMAHO.

PROBLEM STATEMENT

Given the dynamics of globalization forces, the role
of personnel efficiency in modern economics is hard to
overstate, especially in light of its significant impact on
the ability to remain competitive and meet market needs.
In recent years, organizational effectiveness has emerged
as one of the primary focuses for a vast number of
industries, especially due to its considerable effect on the
overall ability to achieve the utmost output. Long-term
industry trends reasonably confirm that enterprises always
tend to achieve a peak level of workforce performance,
that subsequently can be converted into higher revenue
growth and greater returns on investments, although the
recent paradigm shift with an emphasis on remote work
made this process outstandingly compound, disregarding
the primary field of the organization's focus or its head-
count. Taking into account that the greater part of the
market labour is better adapted for in-person cooperation
it is rational to believe that not all businesses possess a
fundamental comprehension and lasting prior expertise
connected to the analysis of demotivation causes that
affect remote employees, which potentially generates a
negative threat for the companies' operations in case of
switch into online workplace mode that was also observed
during the pandemic. Therefore, the necessity of
sustainable approaches that can encourage the efficient
analysis of core discouragers of remote teams has naturally
become one of the paramount topics for entrepreneurs,
thereby the review of this problem from different
perspectives and coming up with a specific approach that
can assist with this risk mitigation and avoidance address
the existing market needs.

ANALYSIS OF RESEARCH
AND PUBLICATIONS

In the current market climate, the aforementioned
problem of distributed teams' demotivation and its further

analysis has started attracting more attention in both
academic and professional environments. The topic was
reviewed by such scholars as S. Beecham, S. Aharouay,
S. Geister, U. Konradt, G. Hertel, L. Burroughes, C. Grant
and others. However, the current knowledge base on this
matter still needs to be improved due to its relatively small
scale. Considering a rapidly growing number of diverse
challenges that businesses are facing in the world of the
post-COVID-19 economy, reasonable to assume that
potentially we may start observing even more occasions
of business transformations that require a full transition
from the physical co-location way of interaction into the
fully digital teams that could be present in various locations
and time zones. As aresult, such conceptual shifts might
trigger new and unique obstacles that were not covered in
the prior articles and research papers. For thisreason, the
additional review of the defined problem appears to be
rational and demandable.

PRESENTATION OF THE MAIN RESEARCH
MATERIAL

The process of organizational transition from a co-
located environment to a remote one has always been
connected with a wide array of workplace challenges.
Primarily, those were caused by drastic changes in the way
of interpersonal cooperation and collaboration, in addition
toa significant impact on established processes that were
serving the teams as a fundamental guideline for their daily
efficiency. It was discovered that due to similar substantial
changes, labour may tend to struggle with the fulfillment
of the most basic responsibilities, which raises a major
concern regarding the potential problem areas that
businesses must anticipate and thoroughly monitor before
the transformation phase.

As was reported, in the matter of core demoralizers
that take place within the remote work process, the
personnel typically outlines such issues as lack of resources,
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Causes of remote employees’ demotivation

Group 1: Group 2:
Technological discouragers Communicational discouragers

» Poor hardware quality

« Connectivility issues

« Underwhelming of IT support

« Complicated access to corporate
resources

« Shortage of digital systems that
simplify online collaboration

« Lack of training or support with new
technologies

« |solation from essential workplace
communication

« Unawarness regarding project updates

« Unclear expectations

« Lack of communication with peers,
supervisors, and stakeholders

» Lack of transparency

« Information overload

Group 3:
Organizational discouragers

» Lack of career development

« Unequal work distribution

« Micromanagement and lack of trust
« Unclear performance metrics

= Poor work-life balance

» Non-timely remuneration review

Figure 1. Causes of remote employee’'s demotivation

Source: formed based on [1].

Employee Risk Detection Process (ERDP)

Step 1: Data gathering

Step 6: Monitoring

Step 2: Data analysis and clustering

Step 3: Issue prioritization

Source: generated by the author.

lack of discipline and focus at home, lack of formal and
informal face-to-face discussions, lack of project-related
communication, lack of IT-support, and especially the
presence of strict security policies that made the access to
online corporate resources much more complicated and even
impossible in some certain occasions [1]. For the sake of
better comprehension of probable issues that may arise,
the described distribution of core concerns could be
rationally clustered into the following problem groups that
separately reflect various problem areas that may lead to
employees' dissatisfaction and productivity decline:

— Technological discouragers — a set of software
and hardware-related issues that can create technological
blockers for the team members and lead to overall
workplace frustration.

— Communicational discouragers — obstacles that
arise due to the lack of interaction between the remote
team members that lead to a lack of context comprehen-
sion, lack of involvement, and lack of participation.

— Environmental discouragers — issues that
negatively impact the labour's perception of the current
role, organization, their position in the company, thus they
can prevent remote team members from reaching the
utmost workplace potential.

As outlined in Figure 1, for a better understanding of
causes that may lead to workforce resentment, each separate
dissatisfaction group could be also assigned with a set of
examples that provide a more holistic view of the possible
issues. For instance, Group 1 (Technological discouragers)
outlines the potential technological issues that may lead to
further dissatisfaction. Group 2 (Communicational dis-
couragers) focuses on the flaws within the communicational

Step 5: Issue response development Step 4: Causes identification

Figure 2: Employee Risk Detection Process (ERDP)

aspect of the work, that can trigger interpersonal
miscommunication and insufficient context. Consequently,
Group 3 (Organizational discouragers) highlights the weak
spots that exist in the organizational landscape of specific
enterprises, which nonetheless can also provoke employee
irritation and conduce additional underperformance.

All things considered, the aforesaid distribution of code
demotivation factors raises a reasonable question — is
there any approach for remote team motivation? In that
connection, our following target is to review a set of
practices that could assist the entrepreneurs with risk
identification and assessment of potential problem areas
that may emerge from the teams' transition to the remote
workplaces, underline the essential motivational strate-
gies, and provide the recommendations on the develop-
ment of solid remote work culture with a strong emphasis
on the employee's efficiency.

The identification of core reasons that could lead to
demotivation of the teams has never been a minor task to
complete. The research of Bedrii and Semko has thoroughly
stressed the importance of detailed appraisal of risks
related to human resources, due to its potentially weighty
impact on the overall operational output [2]. To address
the aforementioned task with an emphasis on the detection
of risks that lead to remote employees' demotivation, we
can refer to the Employee Risk Detection Process (ERDP),
the primary aim of which is to provide enterprises with a
comprehensive tool that can help business to apprehend
their risks and develop certain response strategies. In line
with the goal, the Employee Risk Detection Process
outlines the following procedure of risk identification and
assessment that is described in Table 2.
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The universality and possibility of broad implemen-
tation of this method in real circumstances is being
achieved via a wide spectrum of steps performed, that help
supervisors not only identify the potential demotivational
forces, but also range them as regards to their severity,
alongside with selection of response action plan which is
tasked to prevent, mitigate, or avoid the entire discou-
ragement item:

Step 1: Data gathering. The data-gathering process
undertakes the accumulation of dissatisfaction-related
information from various internal sources. That can be
achieved with the help of the following techniques:

— 1-2-1 meetings with staff: as was proposed by
Flinchum et al, this type of interaction greatly benefits
both line workers and their supervisors due to its
capability to set a confidential communication
environment that encourages the exchange of information
that might be not appropriate for the meetings of a
different kind [3].

— Distribution and collection of companywide
satisfaction surveys: bearing in mind the distributed
nature of the remote teams, it is reasonable to take
advantage of anonymous online satisfaction surveys, that
provide businesses with a flexible source of structurally
organized data focused on the received of team
feedback.

— Measure of Employee Net Promoter Score (eNPS):
eNPS evaluation helps enterprises to assess the overall
workforce satisfaction and readiness to positively
promote their current place of work or recommend it to
their peers, which could be objectively measured on a scale
from 1 to 10, where 1 reflects complete dissatisfaction,
while 10 stands for undivided content [4].

— Online reviews monitoring: considering the
widespread usage of online platforms like Glassdoor that
facilitate the sharing of employees' feedback, it also
makes sense to consider suchlike data on workplace
culture criticism as valuable input for further internal
analysis.

Step 2: Data analysis and clustering. Data analysis and
clustering underline the interpretation of received data
with a consequent grouping into similar categories that
reflect comparable problem areas together with the
detection of patterns and similarities between them. Based
on the findings of Tsinakos and Balafoutis [5] it's been
recommended to consider mind-mapping technique as an
efficient clustering approach for visual representation of
connected items. This study's findings demonstrate that
the mind-mapping technique facilitates the transition from
the time-consuming, disassociated, and disconnected
treatment of separate problem areas towards the
structured vision of the primary cause and adjacent
effects. Thus, during the mind-mapping process, the
individual is supposed to perform a holistic overview of
all the feedback available, define the primary high-level
categories that would reflect major problem areas, and
populate each group with a distinct set of unique and
unrepeatable problems. In that connection, the described
way of data structuring via mind-mapping techniques
coordinates the attention towards the essential action
items and minimizes the loss of productive time by
eliminating redundant duplicates of team performance

discouragers that may require allocation of resources for
future analysis and consideration.

Step 3: Issue prioritization. Throughout the
execution of the issue prioritization process, the
organizations are recommended to perform an
assessment and priority-setting activities regarding
every single problem group identified during the data
clustering phase, starting with the most critical ones on
the top of the scale, followed by less impactful items.
This can be achieved via issue prioritization frameworks
that could be defined as a beneficial process
implemented in the interest of quantitative issue
analysis, that objectively differentiates the problem
areas that require immediate attention and improvement
from the secondary action items the resolution of which
might be delayed due to their less critical impact on the
team. The list of issues can be prioritized using the
straightforward approach, that prescribes the following
categorization [6]:

First priority: issues that have a high impact on the
team motivation and have high importance for the team
members, hence should be addressed at the early stages
of identification.

Second priority: items with a significant negative
impact, however with low importance for the human
resources.

Third priority: issues that deal the minor impact in
terms of demotivation, however, tend to be important for
the workforce.

No-priority: issues that have alow negative impact on
the team motivation and reflect insufficient importance for
the team members, therefore should be ignored due to lack
of value that could be brought by potential resolution.

Step 4: Causes identification. The causes identification
process reflects root-cause analysis and assessment
apropos each demotivational group identified in the
previous steps, with a strong intent on pinpointing the core
reason that leads to further frustration and irritation of
the workforce. In the example of online teams, the
identification of demotivational grounds that lead to the
unsatisfaction of human resources could be performed
using the "5 Whys technique". 5 Why approach targets the
execution of root-cause analysis in the interest of main
underlying root determination by asking the question
"Why?" 5 consecutive times [7]. As a result, every single
answer obtained during this process generates a
foundation for all the corresponding ones by creating a
vital context that could lead to the declaration of the
primary problem [7].

Step 5: Issue response development. Issue response
development requires the formulation and design of an
action plan that can assist in mitigation or avoidance of
the risks that exist within the organization and negatively
affect the existing employees. This process can be
considered an indispensable pre-requisite to the resolution
of personnel demotivation, due to its ability not only to
spotlight the available problems but also to elicitate
specific action items that would address the existing
issues. In support of an efficient issue response
development process, it is highly recommended to perform
cross-company brainstorming sessions with the
involvement of both non-managerial employees and various
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levels of management. Such an arrangement has the
capability of benefiting the entire organization as a whole,
due to the formation of a so-called virtual communication
platform, where employees can align on their expectations,
needs, wants, demands, and ultimately reach a consensus
on the problem-solving approach that would be resolving
the primary discourager.

Step 6: Monitoring. This process stipulates the
execution of an observation plan with an emphasis on
monitoring activities that facilitate the evaluation of the
current stance of the team with a connection to its
satisfaction, motivation, and proactiveness. In the
present business landscape, team monitoring has
become one of the paramount activities that caught the
attention of entrepreneurs, due to its capacity to
advance the comprehension of actual workforce
efficiency and performance [8]. Therefore, as a
concluding step within the Employee Risk Detection
Process (ERDP) it is highly recommended to perform a
regular assessment of the present stance of the teams
using the evaluation approaches described in the Data
Gathering process section. Based on this, it is necessary
to underline that such a direct connection between the
Monitoring and Data gathering phases, makes EDRP a
lightweight and straightforward system with a
repeatable workflow, that allows enterprises to perform
a regular self-evaluation, assessment, and monitoring
of workplace discouragers that can negatively impact
the team performance for the sake of future
improvements and resolution of issues that harm the
overall organizational output.

CONCLUSION

As outlined in this article, the problem of workplace
dissatisfaction remains actual and relevant, especially
in the context of remote distributed teams due to the
potential risk of insufficient communication, involve-
ment, and other issues related to technological and orga-
nizational aspects of remote work. In light of the
challenges that are tightly connected to remote work-
place environments, it is imperative for organizations
to perform a frequent analysis of remote employees'
motivation levels and potential discouragements that
could negatively affect their ability to create value and
remain efficient. In that regard, the Employee Risk
Detection Process (ERDP) illustrated within this paper
aspires to provide businesses with a simple and direct
approach that is capable of serving their needs in terms
of organization issues identification, that can lead to
demotivation of human resources, that subsequently
may be one of the cornerstones of value creation
decline.
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