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Abstract— The article discusses the current trends in the 

management of virtual teams. They appeared and began to 

develop rapidly in a remote form of employment. One of the key 

questions of the article is to answer the question of how to 

measure the state of involvement of members of a virtual team. 

Another task of the authors is to answer the question of what 

digital technologies allow modern managers to increase the 

involvement of virtual team members. In this regard, the authors 

of the article focus a lot of attention on finding relevant solutions 

to these issues. The article provides examples of modern digital 

methods and tools that allow you to unite members of a virtual 

team, track their progress, optimize tasks and help remote team 

members to establish effective communication and cooperation, 

not only business, but also informal. 
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I. Introduction 

In the conditions of the dominance of digital management 
technologies and the transition to remote forms of 

employment, staff involvement becomes a significant 

indicator characterizing the company as interested in the well-

being of its employees within the organization. The 

introduction of remote work is not a one-time event. Creating 

a functional infrastructure for remote work in a company is a 

more important task than most managers think. Team 

management becomes even more complex when it comes to 

managing remote workers using digital technologies. 

Remote work, of course, offers many advantages, but 

remote management is not without its problems. When a 

manager and team members do not work side by side, they are 
likely to face various obstacles, most often related to a lack of 

involvement. In the McKinsey report on the state of remote 

work for 2022, communication and collaboration are named 

the biggest problems of remote work [1]. 

When asking how to increase the level of employee 

engagement, it is necessary to think over certain 

measurements of the magnitude of a particular level, 

determine the boundaries of each of them so that you can talk 

about observations and note the dynamics of engagement.  

Let's consider the indicators that  allow us, directly or 

indirectly, to judge the effectiveness of the company's strategy 

for increasing employee engagement.  
At the end of the article, we will present the main digital 

solutions for managing remote teams. 

II. The Main Part

The need for regular assessment and measurement of the 

state of employee engagement is due to the fact that it is 

considered as a powerful behavioral tool for managing the 

system of intra-organizational industrial relations. 

Modern companies use their own indicators of employee 

engagement with measurable results, we will consider the 

most famous of them [2]. 

1. Indicator of net employee promotion (eNPS)

Indicator of net employee promotion (eNPS) is one of the 

most well-known HR indicators for measuring employee 

engagement. Methodology NPS (Net Promoter Score 

(literally - the promoter's net score)) was  originally 

introduced to measure the level of customer satisfaction and 

loyalty. Since then, progressive employers have implemented 

it internally to get the same information from their employees. 

Therefore, they ask a simple question: "How likely is it that 

you would recommend a job in our company to a friend or 

colleague?" 

As a rule, the question is answered on a scale from 0 to 10, 
where anyone who answers from 0 to 6 is considered a 

"detractor", answers from 7 to 8 indicate the passivity of 

respondents, and only respondents who showed 9 to 10 points 

are considered promoters. 

The Net Promoter Score in this case can be determined by 

the formulas (1) or (2): 

srespondent total

detractorspromoter
NPS Employee


                                    (1)

6)-(0 Detractors of % -10)-(9 Promoters of %  NPS Employee      (2) 

2. Voluntary turnover rate

Employees with a high degree of involvement are less 

likely to voluntarily leave – and this is reflected in the 

indicator of voluntary departure of employees from the 
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organization. The more satisfied an employee is, the less 

likely he is to be dismissed on his own [3]. 

3. The indicator of successful employment after a

probationary period 

This indicator reveals the percentage of employees who 
remain in the team after the probationary period, which can 

convincingly indicate successful adaptation processes. If 

employees leave after the first 3-6 months, it may mean either 

that they were not suitable for this job, or that the company 

was unable to integrate them into a virtual team. 

4. Internal promotion coefficient

One of the main factors of employee engagement is the 

possibility of professional growth within the organization. If 

the company pays special attention to personnel management, 

then you can consider the internal hiring indicator (employees 

changing positions within the company) and the external 

hiring rate according to NPS indicators (new employees hired 
at the employee's suggestion), Formula  (3): 

employees ofnumber  total

employees promotednumber  total
  RatePromotion  Internal   (3) 

5. Employee Satisfaction Index (ESI)

ESI (Employee Satisfaction Index) – an indicator that 

reflects staff satisfaction with the conditions created in the 

organization, with mandatory completion of a questionnaire 

on the Gallup engagement model. 

Using this indicator, organizations can measure the 

relationship between employee satisfaction and customer 

service quality. Unlike NPS,, the satisfaction index is based 

on more than one question, but they are still answered on a 

scale from 1 to 10. The results may vary from 0 to 100, where 
a higher score indicates a more satisfied employee. 

Here are some questions that should be included in the 

employee satisfaction survey [4]. 

Do you feel appreciated in your role? 

Do you feel that your job allows you to use your skills? 

Do you have a good relationship with your manager? 

Do you think that the organization prioritizes your well-

being? 

6. Employee performance

We can divide employee performance indicators into four 

categories: 
• performance indicators such as the number of errors, the

promoter's net score or 360-degree feedback; 

• indicators of the amount of work, such as the number of

sales, the number of units produced, processing time; 

• performance indicators – a balance of qualitative and

quantitative indicators of employee performance; 

• performance indicators of the organization – income per

employee, profitability of human capital. 

The analysis of work efficiency and employee engagement 

will be a clear signal that these two indicators are closely 

interrelated. Improved engagement will lead to increased 
productivity, and vice versa. 

7. Rating

Employee engagement also has a significant impact on 

employer branding. Namely, what people say about an 

employer company on the Internet forms the basis of their 

opinion about how they feel about working for this or that 

employer. Today, a mandatory step when looking for a job is 

the fact that before an employee goes for an interview with an 

organization, the first thing he is likely to do is "Google" it. 

Today, there are popular sites for employer reviews, which, if 

properly requested, can be used to analyze satisfaction in the 

workplace. Thus, focusing on employee satisfaction is not 

only an internal priority, but also affects the organization's 
ability to attract talent from outside. 

8. Return on investment in employee engagement

It is also important to consider the return on investment 

with high employee engagement. More engaged employees 

are more productive and therefore have a higher return on 

investment. For example, Gallup, conducting a study of a 

chain of retail stores, was able to accurately determine the 

value of its most involved employees and their impact on 

operating income. Gallup found that a 0.1% increase in 

employee engagement leads to a thousand-fold increase in the 

annual operating income of a particular store. Gallup research 

has also shown that organizations that prioritize employee 
engagement can achieve a 20% improvement in sales [5]. 

9. Customer satisfaction

Imagine yourself in any scenario when you are dealing 

with the support service of a company the representative of 

which is calm, friendly and does everything possible for you. 

Remote management requires a high degree of trust, as 

well as some effective performance monitoring systems for 

team members. 

The right technological choice can help manage a positive 

and productive virtual team. Here are a few solutions that must 

necessarily be in the toolkit of a modern virtual team leader. 
1. Project Management Software: A collaborative work

management platform, such as Wrike, gives the team an idea 

of tasks, deadlines and assignments. Team members can 

easily get an idea of what each offers, as well as determine the 

scope of authority and responsibility to understand what work 

is being done in the team or throughout the organization. 

2. Digital time tracking solution. If a manager is concerned

about a sharp drop in productivity when the team is working 

remotely, a time tracking application can increase 

accountability and provide the manager and each team 

member with real data with which the work can be organized 

as efficiently as possible [7]. 
3. A video conferencing tool: the importance of

personal communication should not be underestimated, even 

if team members have never met "live" before.  

4. Instant messaging platform. The remote team needs a

solution that provides operational communications. The 

instant messaging platform helps the team to unite and 

establish more meaningful connections with each other. 

How to organize a team for long-term remote work? 

The following recommendations are a generalization of 

the existing best practices in the development of remote 

offices in Russia and are aimed at ensuring uninterrupted 
cooperation and highly efficient activities [8]. 

1. Identification of communication channels

When forming a team, it is necessary to immediately 

establish the rules of communication in it regarding which 

communication channels should be used and for what 

purposes. For example: 

• instant messages: random conversations and urgent

requests; 

• video chats: meetings, brainstorming sessions, individual

checks, performance reviews; 
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• scheduling applications (e.g., notion or wrike: project-

related questions, status updates and comments); 

• email: announcements and updates for the whole team.

2. Optimization of management processes

Planning and distribution of tasks in the remote office 
mode cannot repeat the sequence of face-to-face practice 

precisely because of the lack of constant interaction between 

employees and between the manager and employees. And 

here modern planners come to the rescue. One of the great 

ways to create task templates, assign responsibility, identify 

the resources used and deadlines met is to create templates in 

the scheduler application, where it is possible to configure an 

established flow of tasks and actions that can be copied for 

different projects. This way, employees won't miss a single 

step and get a predictable, repetitive work process [9]. 

3. Establishing a flexible but specific work schedule

A decrease in the level of control during remote 
communication is most often expressed in the fact that the 

manager cannot take a quick look to see if someone is sitting 

at his desk and whether he is ready to answer the question that 

has arisen. It is reasonable to maintain a certain degree of 

flexibility in your team (especially since the majority of 

respondents in any research on remote work call flexible hours 

the biggest advantage of remote work) [10]. 

However, even if the remote team does not set strict hours 

when employees must necessarily be present near the 

computer, several other measures should be included in the 

template of the remote work agreement that will help increase 
the transparency of working hours [11]: 

- in the rules of remote work, include a clause that team 

members set the status “absent” when they are not at their 

workplaces; 

- members of the remote team must necessarily update 

their status in their business profiles, depending on the stage 

of work on the project; 

- ensuring the visibility of the calendars of the team 

members to all its participants. 

These seemingly small changes can make a big difference 

in terms of transparency and accessibility when managing 

remote workers [12]. 
4. Providing access to useful tools

The participants of the virtual team certainly expect that 

their employers will provide them with the digital tools 

necessary for faster and better performance of their work. 

Unfortunately, employers are in no hurry to invest in such 

useful tools, despite the fact that this fact directly affects 

employee engagement. 

So, the manager of the virtual team, first of all, needs to 

make sure that the team is equipped with all the software and 

digital solutions necessary for the effective performance of 

their work. Such tools may include: 
• a collaboration management platform;

• remote time management tools;

• video conferencing solutions;

• instant messaging platforms;

• online project management software;

• a single workspace where remote teams can combine all

their knowledge, documents and projects in one place, 

replacing many other remote work tools; 

• cloud storage platforms;

• a corporate wiki application that helps to create an

internal knowledge base; 

• digital tools for developing ideas.

Of course, among all these business tools and methods, 

one should not forget about social obligations to team 

members. In order to unite the members of the virtual team, as 

well as to raise team spirit, it is recommended not to forget 
about informal communication. Among such events, the 

following have gained the greatest popularity.  

1. Tim-coffee. A daily time to exchange personal

information on any accessible and convenient platform for 

everyone over a cup of coffee. 

2. Zoom-flash mobs and challenges. Employees jointly go

through some kind of challenge and share the results in a 

corporate application or chat, motivating each other. For 

example, they share their successes in implementing time 

management practices. 

3. Co - creation. There are few things that contribute so

much to the unity of people as joint creativity. You can also 
create online — you can draw common digital paintings with 

a team or even put on an online performance. 

4. Quizzes, trivia and other intellectual duels. Team

quizzes and various intellectual contests have taken root well 

in the online format. 

5. Quizzes-dating. The main purpose of such a quiz is to

get the remote team members to know each other more 

closely. 

6. Online quests and quizzes. Another way to get a boost

of energy and feel the support from the team. 

7. Weekly photo sharing, which helps to maintain eye
contact and tells a lot about the life of the remote team 

members to each other. 

All these and other events provide an excellent 

opportunity for members of the virtual team to maintain social 

connections, ultimately increasing their involvement [13]. 

Modern digital technologies have taken a step forward, and 

having the right tools can ensure that a team remains effective, 

engaged and productive - no matter where it works. 
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