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Oleksandr Bielov (Ukraine), Olena Bielova (Ukraine)

THE ROLE OF CORPORATE
CULTURE IN FORMING

A MOTIVATIONAL MECHANISM
FOR STRATEGIC MANAGEMENT
OF PROJECT-ORIENTED

ORGANIZATIONS IN THE CONTEXT

OF DIGITALIZATION

Abstract

The article explores corporate culture as the basis for the formation and implementation of a
motivational mechanism for strategic management of project-oriented organizations. The
study focuses on the importance of corporate culture in supporting the effectiveness of virtual
teams, which is an integral part of modern project management. The role of corporate culture
in ensuring consistency, motivation, and coordination of employees in multifunctional and geo-
graphically distributed teams is determined. The article develops a scheme for the formation and
implementation of a motivational mechanism for strategic management of a project-oriented
organization, including key stages: analysis of an organization’s activities, formation of strategic
goals, identification and elimination of demotivating factors, creation of a motivational mecha-
nism, its implementation and control of effectiveness. Particular attention is paid to the adapta-
tion of corporate values to the conditions of digitalization, globalization and remote work. The
proposed approach emphasizes the importance of integrating corporate culture into all stages
of management, in particular in creating a stimulating environment for employees of virtual
teams. The role of corporate culture in strengthening team cohesion, building trust, openness and
transparency of communications is examined. The study emphasizes the importance of corporate
culture in achieving strategic goals, increasing productivity and long-term competitiveness of
project-oriented organizations.

Keywords corporate culture, strategic management, motivational
mechanism, virtual project team management, personnel
development, innovativeness, digitalization

JEL Classification M14, 015, M12, 032, 1.22, 033

0. I. Benosa (Ykpaina), O. €. Beros (Ykpaina)

POJIb KOPITOPATMBHOI KYJIBTYPU
Y ®OPMYBAHHI MOTUBALIIIHOTO

MEXAHI3MY CTPATEITYHOI'O
YIIPABJITHHA ITPOEKTHO-
OPIEHTOBAHNMMU
OPTAHIBALIAMM B YMOBAX
[IVI®POBI3AIIII

AHoOTau,iA

CrarTs NpYUCBAYEHA BUBYEHHIO KOPIIOPATUBHOI KY/IbTYpHU fAK OCHOBU (OPMYBaHHA Ta peasisa-
L[il MOTUBALI/IHOTO MEXaHi3MY CTPATEriYHOrO YIPaB/IiHHA IPOEKTHO-OPIEHTOBAHMMM OpraHisa-
HismMm. Y JOCTiKEHH] aKIIeHTOBAaHO YBary Ha BaXXK/IMBOCTi KOPIIOPATUBHOI Ky/IbTypy /IS Mifl-
TPUMKM epeKTUBHOCTI poOOTH BipTya/mbHUX KOMaHJ, IO € HEBil'€MHOI YaCTMHOK Cy4acHOTO
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YIPaB/IiHHA IPOEKTaMI. BusHaueHO pob KOPIOPaTMBHOI KY/IbTYpM Y 3a0e3NedeHHi y3romKe-
HOCTi, MOTUBAIil Ta KOOpAMHAILii IpaIiiBHIKIB y 6araTodyHKI[IOHATbHMX i reorpadivHo pos-
HOZIi/IEHNX KOMaHJaX. Y CTaTTi po3pobieHo cxeMy (pOpMyBaHH: Ta peasisaliii MOTUBALITHOTO
MeXaHi3My CTpaTeriyHOro yNpaB/iHHA IPOEKTHO-OPIEHTOBAHOI OpraHisaliclo, sKa BKIKOYa€
K/IIOYOBI eTalN: aHa/l3 Ais/IbHOCTI opraHisanii, popMyBaHHs cTpaTerivHux 1ineit, ifenrudika-
1110 Ta yCYHEeHH: AeMOTUBYOUMX (aKTOPiB, CTBOPEHHA MOTHBAIITHOTO MeXaHi3My, II0ro BIIPO-
BaJKeHHs Ta KOHTPo/b edekTnBHOCTL. OCOONMMBY yBary NpupineHo afganTanii KOpIopaTMBHUX
ILiHHOCTelT 10 yMOB 1MbpoBisaliii, rmobanisarii Ta BiganeHoi po60TH. 3alpOIOHOBAHMIT TTifXif
aKIIeHTy€e Ba)K/IMBICTh iHTerpallii KOpIopaTUBHOI KY/IbTYPH y BCi eTamny yIpaB/liHHsA, 30KpeMa y
CTBOPEHHS CTHMY/TIOI0YOTO CePeIOBHIIA /IS CIIBPOOITHUKIB BipTyanbHUX KoMaH,. PosrianyTo
POJIb KOPIIOPATMBHOI KY/IBTYpHU Y MOCM/IEHHI KOMAH/HOI 3IypTOBaHOCTI, (OpMyBaHHI HOBipH,
BiIKPUTOCTI Ta MPO30POCTi KOMYyHiKaiit. JJoCmiiKeHHsA MigKPeCcI0e 3HaYeHHA KOPIOPaTUBHOI
KYZIBTYPH Y JOCATHEHHI CTPATEeriyHMX I[iell, MigBUILeHH] IPOJyKTUBHOCTI Ta JOBIOCTPOKOBIi
KOHKYPEHTOCIIPOMOYKHOCTI IIPOEKTHO-OPiEHTOBAHMX OpTaHi3alliil.

K/]acucl)il.(au'iﬂ JEL M14, O15, M12, 032,122,033

Karo4uosi csi0Ba KOPIOpaTyBHA KY/IbTypa, CTpaTeriyte yrpapaiHHs,
MOTMBALiIHMIT MEXaHi3M, YIIPaB/liHHA BipTya/bHOIO

KOMaH/IOI0 IPOEKTY, PO3BUTOK IIEPCOHATY, iHHOBALI/IHiCTD,
udposisanisa

INTRODUCTION

Corporate culture is a key element of the strategic management of an organization, which ensures the
formation of shared values, principles and norms that guide the behavior of employees in achieving the
organization’s goals (Bielova & Bielov, 2022). In project-oriented organizations operating in the rapidly
changing environment of globalization and digitalization, corporate culture takes on special impor-
tance. After all, it is the corporate culture that becomes the basis for creating a motivational mecha-
nism for strategic management that stimulates employees to implement strategic innovation projects,
increase work efficiency, and achieve the company’s strategic goals.

The role of corporate culture in supporting the effectiveness of virtual teams, which today are becoming
an increasingly common format in the modern business environment, deserves special attention. It is
in virtual teams that physical absence and cultural differences between team members create challenges
for the coherence of actions and achievement of common results. At the same time, it is a corporate cul-
ture that emphasizes the importance of communication, mutual respect, and shared values that allows
us to minimize these barriers. For example, in large international projects involving teams from differ-
ent countries of the world, it is a corporate culture that serves as the basis for creating trusting relation-
ships, a favorable team spirit, and effective coordination (Bielova & Bielov, 2023).

It is important to note that corporate culture not only helps employees adapt to a changing organizational
environment, but also forms the basis for their motivation. By implementing the principles of openness, in-
novation, and support for initiatives, organizations achieve employee involvement in the decision-making
process, which increases their interest in achieving high results. This is especially true for projects with short
deadlines or high risk, where team motivation is a key factor in success (Poskrypko & Bielova, 2021).

Corporate culture also plays a crucial role in ensuring an organization’s ethical standards. In project-
oriented structures that interact with a wide range of stakeholders — from clients and partners to the
public — ethical principles become an important guideline for decision-making and reputation build-
ing. For example, companies that demonstrate responsibility in their operations gain an advantage not
only in the form of customer trust, but also in attracting talented professionals.

The integration of corporate culture into the motivational mechanism of strategic management deserves
special attention. In this case, corporate culture acts as a catalyst for the development of tools such as
reward programs, leadership development, and career support. These elements contribute to creating a
stimulating environment where employees see a connection between their contributions to projects and
the strategic goals of the organization (Timtsunik & Bielova, 2011).

/I 8 http://dx.doi.org/10.21511/slrtp.14(2).2024.02
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Thus, corporate culture is not only a basic element of the internal organization of work but also a driv-
ing force that ensures the strategic adaptation of project-oriented organizations to modern challenges. It
promotes unity, supports motivation, and creates favorable conditions for innovation, which is critical

for success in a dynamic business environment.

1. LITERARY REVIEW

Corporate culture is noted in leading studies by
many well-known scientists. Modern research
concerns many of its aspects: how exactly it af-
fects the management of modern organizations;
what is its role in shaping organizational behavior;
how it relates to the development of the organi-
zation’s personnel. Ukrainian scientists consider
corporate culture in the context of its impact on
the competitiveness of the organization in con-
ditions of change. Thus, the works of Petrova I.
emphasize the importance of corporate culture
for small businesses, and the main attention in
works related to corporate culture is paid to the
study of the importance of creativity in the devel-
opment of corporate culture for a strategic per-
spective. (Petrova, 2014; Petrova, 2017; Petrova &
Albdrane, 2020; Petrova, 2022). At the same time,
Lytvynenko (2023), Prokhorova and Mushnykova
focus on the connection between corporate culture
and the level of organizational resilience in times
of crisis (Prokhorova & Mushnykova, 2023). Other
Ukrainian authors, such as Ovsianiuk-Berdadina
and Melnychuk, analyze the importance of cor-
porate culture for increasing the innovative po-
tential of companies and forming the social re-
sponsibility of business (Ovsianiuk-Berdadina &
Melnychuk, 2024).

Among foreign researchers who have studied cor-
porate culture, special attention should be paid
to Morgan (2020), who considered it as a key ele-
ment in the formation of organizational identity.
This author’s works emphasize that culture is not
only a reflection of management practices but also
the basis for integrating employees into a single
system of values. In turn, Hofstede analyzed the
cross-cultural impact on management processes,
in particular, in global companies (Hofstede, 2001;
Hofstede, 2014). They emphasized that corporate
culture is a key factor that helps reduce the risks of
misunderstandings in teams of different nation-
alities. Collins (2022), in his book “From Good
to Great” emphasized the importance of align-
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ing corporate culture with the company’s strategy,
which is especially relevant for project-oriented
organizations.

Analyzing research on corporate culture in virtual
teams, we can conclude that modern authors pay
significant attention to its role as a tool for coordi-
nating employees in a globalized digital environ-
ment. In particular, Schmidt (2018) notes that cor-
porate culture contributes to the formation of trust
between participants in virtual teams, which, in
turn, has a positive effect on productivity. Hertel
considers the principles of transparency, inclu-
siveness, and mutual respect as the main elements
that ensure the effective work of distributed teams
(Hertel, Geister & Konradt, 2005). Kirkman and
Mathieu emphasize that in the context of digitali-
zation, corporate culture helps overcome barriers
associated with different approaches to decision-
making while ensuring the preservation of team
spirit (Kirkman & Mathieu, 2005).

At the same time, the question of how corporate
culture can adapt to modern conditions when
most processes take place in a remote format re-
mains insufficiently researched. In addition, the
problem of integrating new employees into virtu-
al teams, and thus motivating them, is becoming
increasingly relevant. In traditional conditions, it
is personal interaction that contributes to the for-
mation of collective identity; however, in the ab-
sence of direct contacts, there is a need to develop
effective mechanisms to support team unity in
general and to develop a motivational mechanism
for strategic management in particular. It is pre-
cisely the solution to these issues that involves the
implementation of strategies that would simulta-
neously take into account the diversity of cultural
approaches and ensure the emotional involvement
of employees in the organization’s activities.

A very relevant aspect is also the assessment of the
effectiveness of corporate culture in virtual teams.
Traditional motivation tools designed for physi-
cal offices may be ineffective in new environments.
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This requires the implementation of adaptive mo-
tivation and assessment methods that would al-
low monitoring the transparency of communica-
tions and the level of trust and cohesion in remote
teams.

Therefore, corporate culture, as a social founda-
tion for creating a motivational mechanism for
strategic management, requires further study in
the context of its adaptation to the working con-
ditions of project-oriented organizations using
virtual teams. This will allow for the creation of
flexible models that will help increase the level of
motivation, productivity, and coordination of em-
ployees, which is critical for the success of modern
organizations in the digital environment.

2. AIMS

The primary purpose of this article is to exam-
ine the role of corporate culture in the devel-
opment and implementation of a motivational
mechanism within the framework of strategic
management for project-oriented organizations.
This article focuses on developing a conceptual
understanding of how corporate culture facili-
tates the integration, coordination, and motiva-
tion of employees, particularly in virtual teams,
to achieve strategic objectives. The study exam-
ines the impact of corporate values, norms, and
interaction rules on enhancing engagement, pro-
ductivity, and cohesion in distributed teams, ad-
dressing challenges such as remote collaboration,
cultural diversity, and alignment with organiza-
tional goals during the formation of a motiva-
tional mechanism of strategic management of a
project-oriented organization with an emphasis
on managing virtual teams. The research also
explores practical approaches to adapting corpo-
rate culture to the specific needs of project-ori-
ented environments to strengthen their strategic
and operational effectiveness.

3. METHODOLOGY

This study employs a combination of methodolog-
ical approaches and techniques tailored to the ob-
jectives of examining the role of corporate culture
in the development and implementation of a mo-

20

tivational mechanism for strategic management in
project-oriented organizations, particularly in the
context of virtual team management.

A process approach was used to structure the
stages of developing a motivational mechanism,
ensuring its consistency and coherence in inte-
gration into organizational practices. The strate-
gic approach substantiated an effective strategy
for the development and management of virtual
teams, aligning team dynamics with organiza-
tional strategic objectives.

The method of scientific abstraction was applied to
define the study’s foundational categories and con-
cepts. Additionally, analysis and synthesis facilitated
the integration of diverse managerial methods and
approaches to virtual team management while con-
sidering strategic management principles. The study
further utilized generalization and critical analysis
to review and synthesize research results, enabling
the development of a comprehensive understanding
of the interconnection between corporate culture
and motivational mechanisms within project-ori-
ented organizations.

This methodological framework ensured a sys-
tematic exploration of how corporate culture con-
tributes to motivation, productivity, and align-
ment with organizational goals, particularly in
the context of digitalization and remote work
environments.

4. RESULTS

Armstrong (2014) and Yukle (2013) claim that
the motivational mechanism in project-oriented
organizations should be formed taking into ac-
count the strategic priorities of the organization.
Denison (1995) and Deift (2015) emphasize the
important role of corporate culture in ensuring
the effective implementation of strategies, and
Lawler III (2000) emphasizes the importance of
adapting motivational systems to the specifics
of the work of a project-oriented organization.
Accordingly, we conclude that in order to develop
and form an effective motivational mechanism for
strategic management in project-oriented orga-
nizations with an emphasis on managing virtual
teams, there is a need to conduct sociological re-
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search, in particular, constant monitoring, which
allows identifying the main motivational factors
for employees at different levels of management.
The motivational mechanism in project-oriented
organizations necessarily includes a system of
incentives of both monetary and non-monetary
nature. The peculiarity of the formation of this
mechanism lies in its individuality: it is developed
separately for each organization, taking into ac-
count its specifics, strategic objectives, as well as
the specific needs and motivational factors of em-
ployees, especially when it comes to working with
virtual teams. In contrast to the general system of
motivation, which covers a wide range of factors,
the motivation mechanism reflects only those el-
ements that work effectively in a specific project-
oriented organization to achieve strategic goals.

For project-oriented organizations, especially
those that actively use virtual teams, it is advis-
able to apply the motivational mechanism of stra-
tegic management, which can be defined as a set
of factors, principles, incentives, motives, motiva-
tors, value orientations, and behavioral reactions
aimed at achieving the strategic goals of the orga-
nization as a whole and its personnel in particular
(Poskrypko, Bielova & Poskrypko, 2021). Virtual
teams, given their remote nature, require special
attention to maintaining team cohesion, transpar-
ency of interaction, and trust between participants.

In the process of forming such a mechanism, the
owners and management of project-oriented orga-
nizations must clearly understand what effect they
seek to obtain from its implementation. In today’s
environment, most project-oriented organizations
are focused on long-term profitability and efficien-
cy, which depend on the successful implementa-
tion of strategic projects, including the participa-
tion of virtual teams. That is why the motivational
mechanism of strategic management must be ac-
cessible for implementation, understandable, con-
sistent, and filled with meaningful elements that
are integrated into the corporate culture.

In accordance with the mission and goals of a proj-
ect-oriented organization, strategic priorities are
formed that influence further development and
performance indicators. To do this, it is necessary
to conduct a comprehensive analysis of the orga-
nization’s activities, in particular, to assess the fac-
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tors that hinder the development and formation of
the motivational mechanism. Based on this anal-
ysis, new strategic goals are determined, as well
as the main demotivating factors that need to be
eliminated. Particular attention should be paid to
barriers to motivating employees in virtual teams,
which may arise due to a lack of physical presence,
cultural differences, or lack of shared values.

The formation of a motivational mechanism is
based on the corporate culture of the organiza-
tion, which creates the foundation for the devel-
opment of the main elements of the mechanism. t
is important to highlight several key components:
the motivational mechanism of labor, the motiva-
tional mechanism of resource provision, the proj-
ect management mechanism, and the economic
motivational mechanism. At this stage, the main
motivational priorities of the organization are es-
tablished, which become the basis for the imple-
mentation of its strategic objectives. For virtual
teams, it is especially important to ensure trans-
parent communication, regular feedback, and in-
tegration of new team members through adaptive
corporate culture strategies.

The final stage is the control of the implementa-
tion of the strategy, which allows for assessing the
effectiveness of the implemented motivational
mechanism and its compliance with the strategic
goals of the project-oriented organization. This
approach not only helps to increase the efficien-
cy of project implementation but also ensures the
long-term competitiveness of the organization, in-
cluding achieving a high level of motivation and
productivity in virtual teams (Table 1).

A comprehensive analysis of each stage in the for-
mation of the motivational mechanism for strate-
gic management in project-oriented organizations
will now be undertaken, with particular attention
to the influence of corporate culture at each phase.
This analysis incorporates the specific characteris-
tics of managing virtual project teams. By system-
atically addressing the interplay between corpo-
rate culture and key stages - ranging from organi-
zational analysis and strategic goal formulation to
the identification and mitigation of demotivating
factors, the design and application of motivational
tools, and the subsequent evaluation of effective-
ness - this study seeks to demonstrate how shared
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Table 1. Formation stages of the motivational mechanism for strategic management in project-
oriented organizations: the role of corporate culture and virtual teams

Source: Constructed by the authors.

Stage

Main actions

Features for virtual
teams

The role of corporate
culture

Result

Activity analysis

analysis of the

organization’s strengths :

and weaknesses,
opportunities and
threats (SWOT
analysis);

PEST analysis of the
external environment;
identification of
demotivating factors

assessing technical
barriers and the
availability of digital
tools;

exploring the impact
of globalization and
digitalization

e corporate culture

shapes values that
promote trust,
transparency, and
adaptability to remote
work

e identifying

opportunities

to improve the
motivational
mechanism, taking into
account the challenges
of virtual teams

Strategy formation

defining the mission,
vision and strategic
priorities of the
organization;
aligning internal and
external strategies

ensuring consistency of
actions between virtual
teams;

integrating digital
communication tools

e building shared values

that support the
innovation, trust, and
transparency needed
for distributed teams to
operate

e acoordinated strategy
that takes into account
the specifics of project-
oriented organizations
and their virtual teams

Goals formation

development of
strategic goals
focused on
eliminating identified
shortcomings;
definition of KPIs

setting clear goals for
each virtual team;
implementing
performance metrics
for remote workers

e corporate culture

ensures transparency
and employee
involvement in the
goal-setting process

clearly defined

goals that promote
coordination and
employee involvement

Elimination
of demotivating factors

identification of key
demotivating factors;
implementation

of rapid response
mechanisms to
challenges

conducting anonymous
surveys among virtual
teams;

identifying ways to
reduce feelings of
isolation

e maintaining trust

and cohesion by
implementing conflict
resolution mechanisms
and encouraging
initiative

reducing barriers that
negatively impact
employee motivation
and productivity

creation of a system of
incentives (monetary

providing a flexible
approach to motivating

e corporate culture

contributes to the

e formation of a
flexible and adaptive

Fornjahgn and non-monetary); virtual teams; formation of a working motivational
of motivational L . . )
- e recognition e implementing regular atmosphere where mechanism
mechanism
of employee feedback employees feel valued
achievements and involved
¢ implementation of the e using collaboration e corporate culture o effective

Implementation
of strategic goals

measures planned in
the strategy;
use of monitoring tools

platforms;
holding regular virtual
meetings

ensures coordination
and transparency of
actions, supporting
team spirit and
productivity

implementation of
measures to achieve
strategic goals

Implementation

control and evaluation

KPI'monitoring;
identifying deviations
and taking corrective
actions

use online tools to
monitor progress:
assess employee
engagement

ie corporate culture

ensures transparency
and regularity in
evaluating results

ie feeduback andﬂ

assessment of the
effectiveness of the
implementation of
the motivational
mechanism

values and norms contribute to enhancing team
cohesion, communication, and overall productiv-

ity. Additionally, the analysis considers the dis-

4.1. Stage 1. Analysis
of the organization’s activities

tinctive challenges and opportunities presented by
virtual team environments, including trust-build-
ing, fostering inclusivity, and adapting to digital
interaction frameworks, ensuring the motivation-
al mechanism aligns with both strategic objectives
and operational demands.

22

At this stage, a comprehensive analysis of the
project-oriented organization’s internal and ex-
ternal environment is carried out. The main fo-
cus is on identifying the organization’s strengths
and weaknesses, its opportunities and threats.
Corporate culture is of particular importance, as

http://dx.doi.org/10.21511/slrtp.14(2).2024.02
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it is one of the internal factors influencing the ef-
fectiveness of activities.

Corporate culture at this stage helps identify key
values that contribute to the organization’s devel-
opment and weaknesses that create obstacles to
achieving strategic goals. For example, in virtual
teams, special attention should be paid to trust,
communication, and mutual respect, as these el-
ements affect the team’s performance in remote
work conditions.

First of all, experts identify and analyze the fac-
tors of influence of the external environment on
the activities of the enterprise, which are divided
into factors of direct influence and factors of in-
direct influence. Factors can be ranked according
to the strength of influence and direction of influ-
ence, and are assessed using the expert assessment
method or the points and ranks method. Thus,
the enterprise’s opportunities in the external en-
vironment and the threats that affect the enter-
prise from the external environment are identi-
fied. Internal environmental factors are also iden-
tified and ranked in order to identify the existing
strengths and weaknesses of the enterprise.

Analytical methods help not only to assess the im-
pact of external and internal factors but also to de-
termine the level of compliance of corporate cul-
ture with modern challenges, including digitaliza-
tion and globalization. Matrix methods are used
in the analysis process: a SWOT matrix is com-
piled, and a SWOT analysis is conducted, which
determines all factors that depend on the activities
of a project-oriented organization, and all factors
over which it has no influence. Accordingly, four
fields are formed: opportunities and strengths of
the enterprise, opportunities and weaknesses of
the enterprise, threats and strengths of the enter-
prise, and threats and weaknesses of the enter-
prise. The last field is also called the “crisis field.”
In accordance with the field, measures are formed
that will help a project-oriented organization ei-
ther improve, maintain, or renew its position in
the market.

Also at this stage, it is advisable to use PEST analy-
sis, which analyzes four groups of external envi-
ronmental factors: economic, legal, technological
and socio-cultural, determines the manifesta-
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tion of these factors in the indicators of the im-
pact on the project-oriented organization of the
external environment, and reveals the impact of
all factors on the activities of the project-oriented
organization.

In the process of analyzing the activities of a
project-oriented organization, the main goal is to
identify all negative demotivating factors that hin-
der its effective development. Based on this data,
recommendations are formed to strengthen cor-
porate values, which can contribute to the organi-
zation’s adaptation to a dynamic environment.

4.2.Stage 2. Strategy formation
(strategic set)

At this stage, the organization develops a strategic
plan that is consistent with its mission, vision, and
corporate values. Corporate culture plays a crucial
role in defining strategic goals and development
directions, especially for project-oriented organi-
zations, where the synchronization of efforts of
cross-functional teams is key.

For virtual teams, which are often found in such
organizations, it is important to implement cor-
porate values that ensure transparency, openness,
and innovation. These values can be enshrined in
internal documents, such as a code of conduct or
strategic policies, aimed at supporting the motiva-
tion of employees regardless of their location.

For example, strategic set may include employee
development programs aimed at increasing their
competence and implementing modern technolo-
gies into work processes. It is also important to
define the role of each employee in the implemen-
tation of projects, which helps reduce the risk of
demotivation due to task uncertainty.

4.3.Stage 3. Formation
of strategic goals

Based on analysis and strategic planning, specif-
ic strategic goals of the organization are formed.
Corporate culture at this stage determines the
extent to which these goals will be supported
by employees, as alignment between individual
motivations and organizational goals is critically
important.
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For project-oriented organizations, this means
that strategic goals should take into account the
needs and interests of virtual teams. For exam-
ple, goals aimed at developing employee train-
ing programs or creating conditions for effective
communication through digital platforms may be
included.

Corporate culture also helps to create a shared
understanding of the importance of these goals
among employees. Virtual teams, for example,
can participate in goal development through in-
teractive discussions or brainstorming sessions,
which increases engagement and motivation.

4.4.Stage 4. Identifying and
eliminating demotivating factors

At this stage, factors that negatively affect employ-
ee motivation are identified and measures are de-
veloped to eliminate them. Of particular note is
the analysis of cultural barriers and communica-
tion problems in virtual teams.

For example, remote teams often struggle with a
lack of informal communication, which can lead
to feelings of isolation and low motivation. A cor-
porate culture that emphasizes mutual respect,
openness, and support helps mitigate these risks.

It is also advisable to implement regular surveys
among employees to identify their needs and prob-
lems. Based on the data obtained, the organization
can create programs that will help eliminate de-
motivating factors, such as excessive workload or
lack of opportunities for professional development.

4.5.Stage 5. Formation
of a motivational mechanism

At this stage, a system of incentives and motivators
is being developed, which takes into account the
characteristics of the corporate culture and strate-
gic goals of the organization.

We consider this aspect to be key in improving the fi-
nancial and economic performance of a project-ori-
ented organization, since the success of any project-
oriented organization directly depends on success-
fully selected personnel and talented, creative and
resourceful managers at all levels of management.
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Firstly, special attention should be paid to person-
nel selection (education, qualifications, communi-
cation skills, work experience, ability to work in
stressful situations, etc.).

Secondly, an effective remuneration system should
be formed, which should include incentives, both
monetary and non-monetary, as well as incentives,
both positive and negative. Such a system should
reflect all the creative and professional abilities of
the employee, the labor intensity of his work, the
importance of his work for the project-oriented
organization as a whole.

Thirdly, at this stage, attention should be paid to
reducing the labor intensity of the employees of a
project-oriented organization. Not the least role at
this stage is played by the purchase of new equip-
ment and the introduction of new progressive
forms of management.

Fourthly, at the stage of motivating work in a proj-
ect-oriented organization, the opportunities of
employees regarding their career and professional
growth should be clearly defined. This increases
the overall motivation of employees and promotes
their strategic mindset and strategic thinking.

Fifthly, at this stage, attention should be paid to
the efficiency of using the workplace. That is, it is
necessary to constantly monitor the work of em-
ployees of a project-oriented organization, there
is also ongoing control over their activities and
certain adjustments are made to optimize the
overall management process. Thus, it is proposed
to conduct regular certification and training of
employees.

For virtual teams, it is especially important to in-
clude intangible incentives, such as recognition of
achievements, opportunities for learning and de-
velopment, and support for work-life balance. For
example, regular public recognition of employee
performance in internal communication channels
can significantly increase motivation.

Corporate culture also helps create a positive work
environment where every employee feels valued.
This is especially important for project-oriented
organizations where success depends on coordi-
nation and synergy between teams.
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4.6.Stage 6. Implementation
of strategic goals

One of the key features of implementing the mo-
tivational mechanism of strategic management in
a project-oriented organization is its fundamental
role in achieving strategic goals. However, in prac-
tice, organizations often face difficulties in imple-
menting this mechanism, and sometimes the strat-
egy as a whole. In addition, unforeseen changes
may occur in the external environment of the or-
ganization, which complicate the implementation
of planned activities. Sometimes companies also
do not use their existing potential to the full, espe-
cially human resources, which play a key role in the
development and implementation of an effective
motivational mechanism of strategic management.

Accordingly, the main task of the stage of implement-
ing the motivational mechanism of strategic manage-
ment in a project-oriented organization is to create
the necessary prerequisites for the successful imple-
mentation of the company’s overall strategy. At this
stage, strategic changes occur that ensure the orga-
nization’s readiness to implement the planned goals.

This stage involves the execution of planned activi-
ties and projects aimed at achieving defined goals.
Corporate culture plays an important role in en-
suring the coherence of employee actions, espe-
cially in virtual teams, where the lack of physical
presence can complicate coordination processes.

Regular virtual meetings, interactive collabora-
tion platforms, and transparent mechanisms for
monitoring progress are important tools at this
stage. A corporate culture that emphasizes inno-
vation and mutual respect helps maintain high
levels of motivation and productivity.

4.7.Stage 7. Monitoring and
evaluation of the implementation
of the motivational mechanism

At this stage, the effectiveness of the imple-
mented motivational mechanism is analyzed.
Accordingly, corporate culture plays an impor-
tant role in this process, as it contributes to the
creation of an effective feedback system that
helps to assess the level of goal achievement and
identify possible deviations. The main tasks of
this stage are to determine key indicators of
the effectiveness of its implementation, create a
monitoring system and measure control param-
eters, analyze possible causes of deviations in
the indicators of assessment of the implementa-
tion of the motivational mechanism of strategic
management, as well as develop and implement
corrective measures to eliminate such devia-
tions, if necessary and possible.

For virtual teams, it is important to use digital
monitoring tools that allow you to track results in
real time. In addition, the corporate culture pro-
motes transparent and open evaluation procedures,
which increases the level of trust among employees.

The formation and implementation of a motiva-
tional mechanism for strategic management in
project-oriented organizations requires a close
relationship with corporate culture. Each stage of
this process depends on the effectiveness of com-
munication, motivation and support of the orga-
nization’s values, which is especially important
for virtual teams. Thus, the integration of corpo-
rate culture into motivational mechanisms allows
organizations not only to achieve their strategic
goals, but also to create stable and productive con-
ditions for employee development.

CONCLUSIONS

In the face of modern challenges, corporate culture plays a crucial role in shaping the motivational
mechanism of strategic management of project-oriented organizations. Its role is of particular impor-
tance in working with virtual teams, which are becoming an integral part of modern project manage-
ment. Corporate culture allows to create a single system of values, norms and rules for the members of
such teams, contributing to their coordination, effective communication and motivation.

The proposed approach to the formation of a motivational mechanism for strategic management and
the influence of corporate culture on it takes into account the peculiarities of the work of project-ori-
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ented organizations, where the rapid implementation of new technologies and adaptation to external
changes are important. An effective corporate culture helps to maintain employee motivation and en-
gagement, which is especially important in remote work environments, where isolation and demotiva-
tion are often at risk. Through open feedback mechanisms, recognition of achievements, and support
for professional development, a corporate culture can minimize the risks and disadvantages associated
with working in virtual teams.

Prospects for further research in this area include studying the long-term impact of corporate culture
on the effectiveness of organizations operating in a fully or partially remote environment. Particularly
relevant are the issues of developing tools and methods to support inclusivity, mutual respect, and in-
novation in virtual teams, as well as analyzing the role of digital technologies in supporting an effective
corporate culture. Studying the impact of these tools on employee involvement in the processes of stra-
tegic management of organizations and staff motivation also deserves attention.
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