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ABSTRACT

This study examines the impact of direct supervisors’ relationship management practices
on the levels of emotional burnout and psychological well-being among IT department
employees amid prolonged wartime stress in Ukraine.

To achieve the study’s objective, the following tasks were formulated: to determine the
current level of burnout and well-being among IT professionals; to assess the relationship
between a manager’s leadership practices and the psychological state of the team; and to
verify whether the protective effect of relationship quality remains stable regardless of the
level of war-related stress.

The study includes 83 employees and 10 immediate supervisors from the IT
departments of Ukrainian companies. Validated psychometric scales were used to measure
key constructs: MBI-GS (burnout), WHO-5 (well-being), LMX-7 (quality of relationships),
SPS-3 (supervisor support), and PSS-4 (perceived stress). Data analysis included scale
reliability testing, Pearson’s correlation analysis, multiple linear regression, and moderation
analysis.

The results revealed a critically low level of well-being in the sample: the average
WHO-5 score was 43.2 points, and 63.9% of participants were below the clinical threshold
for depression risk. The quality of leader-member exchange (LMX-7) proved to be the
strongest predictor of both well-being (r = +0.743; p = 10.255, p < 0.001) and burnout (r =
—0.713; B =—0.356, p < 0.05). At the team level, the manager's LMX quality explains
approximately 75% of the variation in team well-being (1> = 0.754), while RMP correlates
with the team's average burnout level at r = —0.873. The hypothesis regarding the moderating
effect of combat stress was not confirmed (B = 0.042, p = 0.846), indicating the stability of
the protective effect of high-quality managerial relationships regardless of the external
context.

The results confirm that investing in the development of relational leadership skills is
one of the most accessible and effective tools for preserving teams’ psychological well-being
during wartime.

Keywords: relational management practices, burnout, psychological well-being, LMX,

IT sector, wartime stress, relational leadership.
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INTRODUCTION

The psychological well-being of employees has become a critical concern for
organizations worldwide, yet the context of prolonged armed conflict creates conditions of
exceptional severity that standard occupational frameworks have rarely addressed. Since
February 2022, Ukrainian IT professionals have been operating under sustained wartime
stress — characterized by physical insecurity, mobilization uncertainty, and chronic
unpredictability — while simultaneously maintaining high-performance knowledge work.
This combination of extreme external stressors and cognitively demanding roles makes
Ukrainian IT teams a uniquely important and underexplored context for organizational
research.

Urgency. Empirical evidence indicates that burnout among Ukrainian professionals is
not stabilizing but progressively intensifying over time (Lopatina et al., 2025; Tsybuliak et
al., 2023). At the same time, organizations retain a degree of internal control over their
employees' psychological environment through managerial behavior — making the study of
relational management practices both timely and practically significant.

Statement of the problem. Despite growing evidence linking leadership quality to
employee well-being, there is a lack of quantitative studies that directly connect specific
relational management practices to burnout and well-being outcomes among IT professionals
under conditions of prolonged exogenous stress. It remains unclear whether the protective
effect of high-quality managerial relationships holds stable under elevated wartime pressure,
or whether external stress overrides this effect.

Aim. The aim of this study is to examine the impact of direct supervisors' relational
management practices on the levels of emotional burnout and psychological well-being

among IT department employees amid prolonged wartime stress in Ukraine.

Objectives. To achieve this aim, the following objectives were formulated:
1. To determine the current levels of burnout and well-being among IT professionals in
Ukraine;
2. To assess the relationship between a manager's relational leadership practices and the
psychological state of the team;
3. To verify whether the protective effect of relationship quality remains stable

regardless of the level of war-related stress.



Object of the study: IT department employees and their direct supervisors at
Ukrainian companies operating under conditions of prolonged armed conflict.

Subject of the study: the relationship between relational management practices and the
levels of employee burnout and psychological well-being, and the moderating role of wartime

stress in this relationship.



CHAPTER 1. LITERATURE REVIEW
This section systematically outlines the theoretical and empirical foundations of the study.
First, the key constructs — relational leadership, well-being, and burnout — are defined. Next, the
theoretical framework linking these constructs is described. Then, the standardized measurement
instruments selected for this study are characterized. Finally, gaps in the existing literature are

identified, which justify the relevance of this study.

1.1 Definition of Key Concepts

1.1.1 Relational Management Practices

Relational Management Practices (RMP) are purposeful behavioral patterns that managers use
to establish, maintain, and develop positive working relationships with their subordinates. Broadly
speaking, RMP encompasses: regular two-way communication, active listening, providing support
and feedback, demonstrating care and recognition, and fostering an atmosphere of mutual trust
(Goleman, 2002; Yukl, 2013).

The key theoretical construct for operationalizing the RMP is the Leader-Member Exchange
(LMX) theory, developed by Graen and Uhl-Bien (1995). LMX describes the quality of the dyadic
relationship between a leader and a specific subordinate as a continuous continuum — ranging from
transactional relationships strictly within the bounds of role-based duties (low LMX) to partnership-
based relationships founded on mutual trust, respect, and commitment (high LMX). A systematic
review by Montano et al. (2017) confirmed that, among all leadership styles, LMX is the strongest
predictor of most components of employee well-being.

It is important to distinguish between RMP as behavioral manifestations (measured using
questionnaires on management practices) and LMX as subordinates’ subjective perception of the
quality of the relationship (measured using the LMX-7 scale). In this study, both measures are
considered: RMP as an independent variable, and LMX as the primary measure of relationship

quality, directly linking managerial behavior to psychological outcomes.

1.1.2 Employee Well-being

Employee well-being is a multidimensional construct that encompasses two complementary
dimensions. Hedonic well-being reflects the balance between positive and negative affect, as well
as life satisfaction. Eudaimonic well-being reflects a sense of meaning, purpose, and personal

realization (Ryan & Deci, 2001). In organizational research, well-being is operationalized through



positive indicators (engagement, satisfaction, fulfillment) and negative indicators (psychological
distress, anxiety, depression) (Warr, 1987).

A systematic review of the literature (Pandey et al., 2025) found that the key predictors of
well-being at the organizational level are: the quality of managerial relationships, the level of
autonomy, peer support, and clarity of role expectations. A meta-analysis by Montano et al. (2017),
which covered over 200 primary studies, confirmed the significant impact of leadership behavior on
the mental health and productivity of subordinates — with the strongest effects being linked
specifically to relational aspects: the level of support, trust, and the quality of social interaction
between the leader and the team.

In conditions of prolonged uncertainty about the future, the concept of “fear of resource loss”
takes on particular significance (Hobfoll, 1989). When a person perceives their future as
unpredictable and potentially threatening, they switch to a mode of resource conservation — social
withdrawal and psychological defense — which are early symptoms of depersonalization and

cynicism, that is, the first signs of burnout.

1.1.3 Burnout: Three Dimensions

Burnout is a syndrome of chronic workplace stress that has not been successfully managed,
characterized by three interrelated but distinct dimensions (Maslach, Schaufeli & Leiter, 2001).
First, emotional exhaustion — a feeling of depletion and exhaustion of one’s emotional and
physical resources; it is considered the central and most common dimension of burnout. Second,
cynicism/depersonalization — detachment, indifference, and the development of a negative or
cynical attitude toward work and colleagues. Third, reduced efficacy — a sense of incompetence
and a decline in the feeling of personal accomplishment at work.

It is important to emphasize that the three dimensions are not manifestations of a single
construct — they should be analyzed separately, as they have different antecedents and
consequences. In particular, cynicism is more closely linked to the quality of social relationships
and resource deficits, whereas emotional exhaustion is linked to excessive job demands (Maslach &
Leiter, 1997). This differentiation is fundamentally important for selecting managerial
interventions: practices that reduce demands (e.g., workload redistribution) are effective against
burnout, whereas practices that increase resources (e.g., high-quality LMX) are effective against
cynicism and reduced performance.

The context of prolonged uncertainty about the future, characteristic of situations involving
prolonged stress, is a classic scenario leading to chronic exhaustion. Data from Tsybuliak et al.

(2023) and Lopatina et al. (2025) indicate the cumulative, progressive nature of burnout under such



stress: in a longitudinal study, the level of emotional exhaustion increased from wave to wave rather
than stabilizing after the initial adaptation shock. This is a critically important theoretical

observation: war-related stress does not subside but accumulates.

1.2 Theoretical Framework
This study is based on the integration of four complementary theoretical concepts, which
together provide an explanation of how relational management practices influence well-being and

burnout in conditions of prolonged uncertainty.

Table 1.1 Theoretical Framework of the study

Theory / Model Key premise

Model JD-R Job demands — burnout;

(Bakker & Demerouti, 2007) job resources — engagement

LMX Theory The quality of the supervisor-subordinate relationship
(Graen & Uhl-Bien, 1995) determines work performance

The theory of resource conservation ~ People strive to conserve resources;

(COR) (Hobfoll, 1989) loss of resources — distress

Cognitive theory of stress The effects of stress depend on how it is perceived

(Lazarus & Folkman, 1984)

Note: Compiled based on a review of the literature.

1.2.1 The “Job Demands-Resources” (JD-R) Model as a Basic Framework

The JD-R model (Bakker & Demerouti, 2007) is the most frequently cited theoretical
framework in research on burnout and well-being. It posits two parallel processes: the depletion
process (where excessive job demands deplete resources, leading to burnout) and the motivational
process (where sufficient job resources satisfy basic psychological needs and stimulate
engagement). The model’s key predictive power lies in the hypothesis of the buffering effect of
resources: sufficient resources reduce the negative impact of even very high demands.

A systematic review of the relationship between leadership and JD-R (Tummers & Bakker,
2021) showed that leaders influence their subordinates’ well-being both by reducing demands
(redistributing workload, removing bureaucratic obstacles) and by increasing resources (support,

autonomy, feedback). In the context of prolonged uncertainty about the future, job demands are
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increasing and diversifying: emotional demands — the need to function under conditions of
constant anxiety and uncertainty — are added to standard cognitive and time-related demands. This
situation makes the resource aspect, particularly the quality of LMX relationships, a critically

important buffer.

1.2.2 LMX Theory: Relationship Quality as a Resource

The LMX theory (Graen & Uhl-Bien, 1995) posits that the quality of the relationship between
a specific manager and a specific subordinate is shaped through a series of “exchanges” — initially
tentative interactions that gradually establish a level of mutual trust, respect, and commitment. This
means that LMX is not a fixed personality trait, but rather the result of a dynamic process that is
open to managerial influence.

In a study of 422 healthcare workers, Thomas and Lankau (2009) demonstrated that the effect
of LMX on emotional exhaustion is partially mediated by organizational socialization and reduced
role stress. A diary study by Poetz and Volmer (2022) on academic staff (n = 112) confirmed that
daily LMX quality is a significant predictor of job satisfaction even after controlling for task
characteristics. Importantly, the authors also provide additional data on the reliability of the LMX-7
scale in a daily format (o = 0.90), confirming its suitability for repeated measurements. Petrilli et al.
(2024) expanded on this line of research by proposing a chain mediation model: LMX — adaptation
to work conditions — reduced burnout — reduced intention to quit — and validated it on a sample
of 257 employees across three work modes.

In this study, the LMX mechanism as a resource is central: in a context of chronic uncertainty
about the future, when external resources (physical safety, predictability, stability) are consistently
unavailable, the quality of the relationship with one’s immediate supervisor becomes one of the few

resources that remain accessible on a daily basis.

1.2.3 Conservation of Resources (COR) theory: an explanation of resource depletion

Hobfoll’s (1989) theory of resource conservation posits that people are motivated to preserve
and protect what they value: material objects, conditions, personal characteristics, and energy.
Stress arises when there is an actual or perceived loss of resources. In conditions of prolonged
uncertainty about the future, the threat of resource loss is chronic rather than episodic, leading to a
gradual erosion of psychological capital.

The COR theory explains why burnout is a cumulative rather than a steady-state process —
an observation supported by the findings of Lopatina et al. (2025). It also explains the so-called

“spiral of losses”: the loss of one resource (e.g., a sense of security) weakens the ability to protect
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other resources (e.g., cognitive capacity and emotional resilience), triggering a progressive process
of depletion. From a managerial perspective, COR suggests that the most effective interventions are

those that replenish resources in the early stages of loss, before the spiral begins.

1.2.4 Cognitive theory of stress: the role of “threat appraisal”

The cognitive theory of stress (Lazarus & Folkman, 1984) posits that stress is not an objective
characteristic of a situation, but rather the result of a subjective evaluation: an assessment of the
threat (primary appraisal) and an assessment of one’s own resources for coping (secondary
appraisal). Recent developments in this framework — in particular, the Challenge—Hindrance
framework (Cavanaugh et al., 2000) — show that the “threat assessment” is qualitatively distinct
from the “challenge assessment”: the former is associated exclusively with negative outcomes
(burnout, anxiety, intention to quit), whereas the latter can stimulate engagement and personal
growth.

A situation of chronic uncertainty about the future — regardless of its specific source — is a
classic trigger for threat perception, as it is characterized by unpredictability, irreversibility, and
personal significance. From a managerial perspective, relational management practices can reduce
the level of threat perception among subordinates by increasing their sense of security and
predictability in their immediate work environment — especially when the macro-context remains

uncontrollable.

1.3 Standardized measuring instruments
Where possible, this study relies on validated standardized scales; adaptations and author-
developed instruments are described in Chapter 2. The rationale for selecting each instrument is

provided below.
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Table 1.2 Standardized scales selected for the study

Number of
Construct Tool (scale) Measured subscales  Source
items
MBI-GS (Maslach o '
Burnout, Cynicism, Schaufeli et al.,
Burnout Burnout Inventory — 16
Efficacy 1996
General Survey)
General well-  WHO-5 Well-Being Overall psychological
' 5 . WHO, 1998
being Index well-being (0-100)

A sense of being out of
PSS-10 (Perceived
Perceived stress 10 control and Cohen et al., 1983
Stress Scale)
overwhelmed
A Unified Scale for
_ Assessing the Quality
Quality of LMX Graen & Uhl-
. . LMX-7 7 of Manager- ‘
relationships ) Bien, 1995
Subordinate
Relationships
Management SPS-6 (Survey of _
‘ . . Perceived support from Kottke &
practices for  Perceived Supervisory 6 . .
a supervisor Sharafinski, 1988
support Support)
Note: All scales have established psychometric reliability and are available free of charge for

academic research.

1.3.1 MBI-GS to measure burnout

The Maslach Burnout Inventory — General Survey (MBI-GS) is the most widely used and
psychometrically sound instrument for measuring burnout: it is cited in thousands of scientific
publications and serves as the de facto standard for comparative studies (Schaufeli et al., 1996). The
MBI-GS consists of 16 items rated on a 7-point frequency scale ranging from “never” to “every
day,” and measures three subscales: exhaustion (5 items), cynicism (5 items), and efficacy (6
items).

The MBI-GS was selected for this study rather than the MBI-HSS (the version for social
services) because the MBI-GS was developed for any professional group and is the standard
instrument for IT professionals (Schaufeli et al., 1996). It is critically important that Tsybuliak et al.

(2023) used the same version of the MBI to measure burnout among Ukrainian professionals during
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wartime stress, which ensures direct comparability of this study’s results with existing Ukrainian
data.

In accordance with Mind Garden’s (2024) recommendations, the three dimensions of the MBI
should be analyzed separately rather than combined into a single “burnout index” — as they have
different normative distributions and different managerial implications. This approach is also

applied in this study.

1.3.2 The WHO-5 for measuring overall well-being

The WHO-5 Well-Being Index (WHO, 1998) is a 5-item instrument that measures current
psychological well-being through positive statements (e.g., “I felt energetic and in a good mood”).
Scores are converted to a 0—100 scale; a score below 50 indicates subclinical depression and
warrants further clinical evaluation (Topp et al., 2015).

The WHO-5 was selected for three reasons. First, its high sensitivity to changes over time —
making it suitable for longitudinal comparison with data from Tsybuliak et al. (2023) and Lopatina
et al. (2025). Second, its minimal survey burden (5 items), which reduces the risk of refusal to
participate in the online survey. Third, the presence of normative thresholds, which allows for the

classification of respondents by risk level without clinical diagnosis.

1.3.3 PSS-10 for measuring perceived stress

The Perceived Stress Scale (PSS-10, Cohen et al., 1983) is a 10-item instrument that measures
the extent to which an individual perceives their life as uncontrollable, overwhelming, and
unpredictable over the past month. The PSS-10 is a key instrument for measuring the constructs of
“future uncertainty” and “threat appraisal” of stress, which are not tied to specific external events.

Using the PSS-10 alongside the MBI-GS allows for distinguishing the general level of
perceived stress as a risk factor from specific workplace burnout. This is critically important for
correctly identifying the effect of management practices: not all distress is work-related, and

management practices cannot neutralize all externally induced stress.

1.3.4 LMX-7 for measuring the quality of managerial relationships

The LMX-7 Scale (Graen & Uhl-Bien, 1995) is a 7-item instrument that measures the quality
of the relationship between a specific subordinate and their immediate supervisor based on the
following dimensions: mutual trust, respect, commitment, and support. Each item has a unique set

of response options that reflect a specific aspect of the relationship.
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The LMX-7 is the standard measurement instrument for LMX theory and is used in the diary
study by Poetz and Volmer (2022) and in the work by Petrilli et al. (2024) — two key sources for
this study, ensuring methodological consistency. Poetz and Volmer (2022) validated the LMX-7 in
a diary format (n = 112, ® = 0.90), confirming its psychometric reliability across repeated

measurements, which is crucial for any longitudinal or pulse survey design.

1.3.5 SPS-6 for measuring managerial support

The Scale of Perceived Supervisory Support (SPS-6, Kottke & Sharafinski, 1988) is a 6-item
adapted version of the SPOS (Survey of Perceived Organizational Support). The SPS-6 measures
the extent to which a subordinate feels that their immediate supervisor values their contribution and
cares about their well-being.

Including the SPS-6 alongside the LMX-7 allows for the distinction between two important
aspects: the overall quality of the exchange in the relationship (LMX-7) and the specific sense of
receiving support (SPS-6). The former is a more relational construct, while the latter is more
resource-oriented. Both are theoretically significant within the JD-R model (Bakker & Demerouti,

2007) and COR theory (Hobfoll, 1989), but play different roles in explaining burnout.

1.4 Burnout and Well-Being Amid Prolonged Uncertainty About the Future

Conditions of prolonged uncertainty about the future — regardless of their specific source
(corporate restructuring, a pandemic, armed conflict) — create a specific psychological
environment that differs significantly from standard occupational stressors. From the perspective of
cognitive stress theory (Lazarus & Folkman, 1984), chronic uncertainty blocks effective secondary
stress appraisal: a person cannot assess their resources as sufficient to overcome the threat, since
they cannot determine either the scale of the threat or its duration.

Three empirical observations are key to the rationale behind this study. First: burnout under
conditions of prolonged uncertainty is cumulative rather than adaptive. A longitudinal study by
Lopatina et al. (2025) across three measurement waves found that levels of emotional exhaustion
increased between each pair of measurements, while levels of depersonalization rose from 32.9% to
59.4% over several months. Tsybuliak et al. (2023) observed a similar progression between the first
and second measurement waves. This suggests that even those who initially adapted are gradually
becoming exhausted.

Second: due to prolonged uncertainty, the level of well-being is significantly below standard

norms. An average WHO-5 score below 50 in the study sample indicates a clinically significant risk
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of depression in one-third or more of the participants. This figure is well above the norm and
reflects a systemic, rather than an individual, impairment of well-being.

Third: Management practices are a significant moderator of these trends. Opatska et al.
(2023), in a study of 20 Ukrainian companies, found that organizations where managers practiced a
people-centered management style demonstrated higher team stability and lower employee turnover
compared to those where a transactional-process approach prevailed. These qualitative findings
correspond with the quantitative results of Petrilli et al. (2024), which demonstrated a significant
buffering effect of LM X on burnout and intention to quit even after controlling for work mode.

Specific risk factors for the IT sector include: the cognitive intensity of the work, which is
particularly vulnerable to the effects of anxiety and sleep disturbances; an “always-on” culture,
which makes it difficult to set boundaries; high workforce turnover, which turns burnout into an
immediate organizational risk; and a predominantly remote work format, which reduces access to

informal social support.

1.5 Identifying Gaps in the Literature (Research Gaps)

A systematic review of the existing literature allows us to identify specific gaps, thereby
demonstrating the relevance and scientific novelty of this study.

The first and most significant gap is the lack of quantitative studies that directly link specific
relational management practices (operationalized through validated scales) to indicators of burnout
and well-being among IT professionals in the context of prolonged uncertainty about the future.
Existing studies are either qualitative (Opatska et al., 2023), measure burnout outside the I'T context
(Tsybuliak et al., 2023), or test the LMX — exhaustion mechanism under stable conditions
(Thomas & Lankau, 2009; Petrilli et al., 2024).

The second gap is the lack of analysis of the moderating effect of future uncertainty on the
relationship between managerial practices and burnout. Most existing studies on LMX and burnout
have been conducted under stable conditions. Testing whether the protective effect of LMX is
amplified under conditions of heightened external stress is a key theoretical question that remains
unanswered in the literature.

The third gap is the lack of an integrated measurement that simultaneously covers the
managerial dimension (LMX-7, SPS-6), psychological outcome (MBI-GS, WHO-5), and contextual
moderator (PSS-10) within a single design. Most existing studies measure only a portion of these
constructs.

It is these three gaps that define the research niche of this study and justify its methodological
design, described in detail in Chapter 2.
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Conclusion from Chapter 1: The literature review confirms that relational management
practices are a theoretically grounded and empirically validated resource for preventing burnout and
maintaining well-being (JD-R + LMX + COR). In the context of prolonged uncertainty about the
future, this resource takes on particular significance, as most external resources become
unavailable. Five validated scales were identified as the measurement basis for this study — MBI-
GS, WHO-5, PSS-10, LMX-7, and SPS-6 — with adaptations to specific subscales and short forms
applied in Chapter 2 to balance psychometric rigor with respondent burden. The study fills three

identified gaps in the scientific literature.
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CHAPTER 2. METHODOLOGY
This chapter describes the research design, justifies the choice of methods and measurement

tools, characterizes the sample, and outlines the analysis strategy.

2.1 Research Design

The study employs a quantitative design with a paired sample structure: each of the 10
managers is assessed alongside their subordinates (~10 people per manager, for a total of n ~ 100
employees). A key element is the unique Team ID, which is present in both questionnaires and
allows the manager’s responses to be anonymously linked to those of his or her subordinates. This
enables the analysis of a central chain of dependency: the manager’s relationship management
practices — the quality of the relationship as assessed by the subordinate (LMX-7) — the
subordinate’s burnout and well-being (MBI / WHO-5). Additionally, LMX-7 is measured from the
manager’s perspective—regarding the team as a whole—to compare perspectives (team-level LMX

concordance).

2.2 Sample

The study includes 10 direct managers of IT departments and 100 of their subordinates from
companies operating in Ukraine. Inclusion criteria for managers: having at least 5 direct
subordinates in the IT department and at least 6 months of tenure in the position. Criteria for
employees: direct reporting to one of the participating managers and at least 3 months of tenure on
the team. Recruitment is conducted through corporate HR contacts using a targeted sampling

method. Confidentiality is ensured through anonymization at the Team ID level.
2.3 Measurement Instruments

Table 2.1 provides a summary of all scales, indicating their distribution across the

questionnaires.
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Table 2.1 Measurement scales and their distribution across questionnaires

Construct Scale Items Answer Application
scale Form
Relationship Management  author's scale, 6 items | 6 1-5 Manager
Practices
LMX Quality — A LMX-7 adaptive (team- 7 1-5 Manager
Manager's Perspective (on | level)
the Team as a Whole)
Burnout (exhaustion) MBI-GS Exhaust. (5 5 0-6 Employee
p.)
General well-being WHO-5 (5 p.) 5 0-5 Employee
Perceived stress PSS-4 (short form) 4 04 Employee
LMX Quality: A LMX-7 (7 p.) 7 1-5 Employee
Subordinate's Perspective
Support from management = SPS-3 (short form) 3 1-5 Employee
Military Impact (moderator) = 3 author-developed 3 1-5 Both
items questionnaires

Several adaptations were made to the full instrument battery to reduce respondent burden and
improve survey completion rates. The MBI-GS was shortened to the Exhaustion subscale only (5
items), as exhaustion is the central dimension of burnout under chronic stress (Maslach & Leiter,
1997). The PSS-10 was replaced by the validated short form PSS-4, and SPS-6 by a 3-item adapted
version (SPS-3), both maintaining acceptable psychometric properties. The Relational Management
Practices scale is author-developed, as no validated instrument exists for these specific behavioral
practices; content validity was ensured through grounding each item in the theoretical constructs of
Chapter 1. Internal consistency will be assessed post-collection using Cronbach's a and McDonald's
o.

The MBI-GS Burnout Subscale (Schaufeli et al., 1996) consists of 5 items on a 7-point
frequency scale (0 = never, 6 = every day). It is the central and most psychometrically robust

measure of burnout. WHO-5 (WHO, 1998) — a 5-item well-being index (0-5); the total score x 4
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yields a scale of 0—100, where a score below 50 is an indicator of subclinical depression (Topp et
al., 2015). PSS-4 (Cohen et al., 1983) — a validated short form of the Perceived Stress Scale (0—4);
two items are reverse-scored (R). LMX-7 (Graen & Uhl-Bien, 1995) — a 7-item scale of
relationship quality (1-5); measured from both sides. The manager questionnaire uses a team-level
adaptation—7 statements have been rephrased from the first-person plural regarding the team as a
whole, allowing for a comparison of the overall perception of relationship quality with the average
LMX-7 scores of subordinates using the ICC (intraclass correlation) method. SPS-3 — a 3-item
short form of the perceived support from the manager scale (1-5). Relational Management Practices
— an author-developed scale of 6 key relationship management practices (1-5).

The impact of war is measured by three author-developed items (A5—A7): overall
personal stress from the war, taking into account safety, mobilization, finances, and loved
ones; the impact of the war situation on the ability to concentrate at work; and the frequency
of war-related anxiety over the past month. Each item is rated on a 5-point scale with unique
anchors corresponding to the content of the question. The arithmetic mean of the three items
forms a composite index of the impact of war, which is used as a moderator in the regression

model. The internal consistency of the index will be tested after data collection.

2.4 Analysis Strategy

The analysis includes: descriptive statistics and reliability testing of the scales (o and ®
coefficients) for each instrument; Pearson’s correlation analysis among all constructs to identify
preliminary relationships; multiple linear regression with MBI-Exhaustion and WHO-5 as
dependent variables, the author’s scale of management practices (Relational Management Practices)
and the subordinate’s LMX-7 as predictors, as well as PSS-4 and the military impact index (A5—
A7) as covariates; moderation analysis—examining the interaction between the author’s scale of
management practices and the military impact index on the level of employee burnout; LMX
perspective consistency analysis — ICC between the leader’s team-level LMX-7 and the average
LMX-7 of the team’s subordinates to assess the alignment between how the leader perceives the

relationship with the team and how the team perceives the relationship with the leader.
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CHAPTER 3. RESEARCH FINDINGS
This section presents the results of an analysis of data collected from 83 employees and
10 immediate supervisors of IT departments at companies operating in Ukraine. The analysis
is structured according to the research questions: first, the characteristics of the sample and
the levels of key constructs are described; then, intergroup differences are presented; and
finally, the correlations between relationship management (RM) methods, LMX-7

relationship quality, burnout, and well-being are discussed.

3.1 Sample Characteristics

Of the 100 targeted subordinates, 83 completed the survey (response rate: 83%),
representing 10 teams and 10 managers. Among the employees, men predominate (79.5%),
with the largest age groups being 25-34 (44.6%) and 3544 (36.1%). Length of service at the
current company ranges evenly from less than one year to more than five years. Most

managers have 1-10 years of management experience, while four have more than 10 years.

3.2 Reliability of the scales

After data collection and prior to conducting the main statistical analysis, the internal
consistency (reliability) of each scale was calculated based on the actual responses of 83
participants. Cronbach’s a coefficient indicates the degree to which participants’ responses to
questions on a single scale were consistent: if the responses move in tandem, the scale is
reliable. According to generally accepted standards, a value of a > 0.70 is considered

acceptable. The results are presented in Table 3.1.
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Table 3.1 Measures of internal consistency for the scales

Scale Items  Cronbach's a Reliability
assessment
MBI-GS — Maslach Burnout Inventory 5 0,729 Acceptable
WHO-5 — Psychological Well-being 5 0,816 Good

Index (World Health Organization)

LMX-7 — the quality of the leader- 7 0,772 Acceptable
member relationship (Leader-Member

Exchange)

SPS-3 — Perceived Supervisory Support 3 0,710 Acceptable
Scale

PSS-4 — Perceived Stress Scale 4 0,465 Moderate *
War Impact Index (author’s items AS5— 3 0,509 Moderate *
A7)

Note: (n = 83). * — short author-developed scales and abbreviated forms, a low a is

expected for 3—4-item scales and does not preclude analysis.

The four main scales demonstrate acceptable or good reliability (o =0.710-0.816). The
PSS-4 and the War Impact Index have lower values (o = 0.465 and 0.509), which is typical for

3—4-item scales and does not preclude their use as covariates.

3.3 Levels of Burnout and Well-Being in the Sample
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Table 3.2 Descriptive Statistics for Key Study Variables (n = 83)

Variable

MBI-Exhaustion (average per item)
WHO-5 (Overall Well-being)
PSS-4 (Perceived Stress Scale)

LMX-7 (relationship quality,

subordinate)

SPS-3 (Perceived Support from the

Supervisor)

RMP of the manager (Relationship

Management Practices)

War Impact Index (A5—A7)

Scale

0-6

0-100

0-16

1-5

1-5

1-5

M

2,29
43,2
5,63

3,77

3,74

3,87

3,59

SD

0,79
16,0
2,24

0,61

0,75

0,57

0,54

Min.
0,6
12

0

2,0

2,0

2,83

2,0

Max.
4,4
76

10

5,0

5,0

4,67

4,7

The mean MBI exhaustion score was 2.29 (moderate), but 20.5% of participants (n =

17) had a clinically significant score (> 3.0 points). The WHO-5 results are particularly

alarming: M = 43.2—below the clinical threshold of 50, and 63.9% of the sample (n = 53) are

at risk for subclinical depression (Topp et al., 2015). The War Impact Index is uniformly
elevated (M = 3.59, SD = 0.54)—uvirtually all participants experience above-average war-

related stress.

3.4 Intergroup Differences: A Comparison of Teams

A comparative analysis of ten teams reveals significant variation in levels of well-being

and burnout, which correlates with the level of relationship management skills among their

leaders.
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Table 3.3 Key indicators for each team sorted by RMP

Team RMP (1- MBI WHO-5 LMX-7 SPS-3(M) n
5) (M) (M) M)
Team 5 4,67 1,32 67,5 4,59 4,79 8
Team 1 4,50 2,40 34,5 3,79 4,12 8
Team 9 4,33 1,38 57,8 4,25 4,30 9
Team 10 4,17 1,72 57,0 4,24 4,44 12
Team 2 4,00 2,42 37,8 3,92 3,67 9
Team 6 3,67 2,44 34,4 3,86 3,40 5
Team 4 3,50 2,91 35,4 3,45 3,10 7
Team 7 3,50 2,64 34,7 3,43 3,26 9
Team 8 3,50 2,60 42,5 3,36 3,25 8
Team 3 2,83 3,50 19,0 2,55 2,54 8

Note: MBI — mean score (0—-6); WHO-5 — scale (0-100); LMX-7 and SPS-3 — mean score
(1-5).

The data show a clear gradient: three of the four highest-RMP teams (Teams 5, 9, and
10; RMP =4.17-4.67) have an MBI < 1.72 and a WHO-5 > 57. Notably, Team 1 (RMP =
4.50) is an exception, with MBI = 2.40 and WHO-5 = 34.5, suggesting that high RMP alone
does not guarantee positive outcomes in all cases. At the other end, Team 3 (RMP =2.83)
exhibits the highest exhaustion (MBI = 3.50) and critically low well-being (WHO-5 = 19).
Only 3 out of 10 teams exceeded the WHO-5 threshold of 50—which underscores the

systemic nature of reduced well-being in the sample.
3.5 Correlation Analysis

Pearson’s correlation analysis (n = 83) revealed strong correlations between managerial

variables and psychological outcomes (Table 3.4).
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Table 3.4 Correlations between key variables

The variables we are comparing

LMX-7 (relationship quality) x
MBI (burnout)

LMX-7 x WHO-5 (well-being)
SPS-3 (management support) x
MBI

SPS-3 x WHO-5

WAR (war stress) x MBI

WAR x WHO-5

r — correlation
coefficient (ranging

from —1 to +1)

—(.7] 3%

+0.743 %%

—0.694%**

+0.696%**

+0.2827%*

—0.343**

What does that mean

The better the relationship,

the less exhaustion

The better the relationships,
the greater the well-being

More support — less

burnout

More support means greater

well-being

Higher stress leads to
greater exhaustion (weaker

connection)

Higher stress — lower well-

being (weaker link)

Note: (n = 83). r — Pearson’s correlation coefficient: values range from —1 to +1, where 0

indicates no correlation and 1 indicates the strongest possible correlation. *** p < 0.001;

% < 0.01.

Management predictors (LMX-7, SPS-3) correlate with outcomes two to three times

more strongly than war stress (WAR), confirming the study’s central hypothesis.

3.6 Multiple Linear Regression

To examine the unique contribution of each predictor while controlling for other

variables, two multiple linear regressions were conducted: with burnout (MBI-Burnout) and

well-being (WHO-5) as dependent variables. Predictors: LMX-7, SPS-3; covariates: PSS-4

and the war impact index. The results are presented in Tables 3.5 and 3.6.
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Table 3.5 Regression Model 1: MBI-Exhaustion as the dependent variable

What Contributes to Direction of influence Power and significance
Burnout (MBI)
LMX-7 - the quality of the | Reduces fatigue Significant *

relationship with the

manager

SPS-3 - support from | Reduces fatigue Significant **
management

PSS-4 - perceived stress No independent influence Insignificant
WAR - war stress 1 Increases fatigue Significant ***

Note: R? = 0.489; adjusted R> = 0.463; F(4, 78) = 18.67; p < 0.001.

R?=0.489: the strongest predictor is the war impact index (B = 0.480, p <0.001). LMX-
7 (B =-0.356, p=0.021) and SPS-3 (B = —0.353, p = 0.005) are significant predictors of
reduced burnout even after controlling for stress levels. PSS-4 did not make a significant

contribution (p = 0.645).
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Table 3.6 Regression Model 2: WHO-S5 as the dependent variable

What affects well-being Direction of influence Power and significance

(WHO-5)

LMX-7 - the quality of the T Improves well-being (the  Significant ***

relationship with the strongest effect)

manager

SPS-3 - support from No independent influence Insignificant
management

PSS-4 - perceived stress | Reduces well-being Significant ***
WAR - war stress | Reduces well-being Significant *

Note: R? = 0.645; adjusted R? = 0.626; F(4, 78) = 35.36; p < 0.001.

R?=0.645: the only significant managerial predictor is LMX-7 (B =10.255, p <0.001):
each unit increase in LMX is associated with an increase of ~10 points on the WHO-5. SPS-3
did not show an independent contribution (p = 0.313)—this indicates significant overlap
between the two constructs in explaining well-being. Stress predictors (PSS-4, WAR)

significantly reduce well-being even after controlling for LMX.

3.7 Moderation Analysis

The methodology involved testing the hypothesis regarding a moderation effect: Does
the influence of LMX relationship quality on burnout increase under conditions of higher war-
related stress (the LMX x WAR interaction effect)? To this end, both variables were centered,
after which the product of the centered values (LMX ¢ x WAR c) was added to the regression
model as an interaction term. Interaction result: B = 0.042, SE =0.218, t = 0.20, p = 0.846.

The hypothesis regarding a moderating effect was not confirmed (f = 0.042, p = 0.846):
the protective effect of LMX is stable and equally pronounced regardless of the level of war-
related stress. This null result confirms that investments in LMX yield the expected returns

regardless of the external context.

3.8 Team Level: Managerial Leadership and Team Performance
Analysis at the team level (n = 10) revealed extremely strong correlations: Leader

LMX-7 — Subordinate LMX-7 (r = 0.967), Leader LMX-7 — Team MBI (r = —0.948),
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Leader LMX-7 — Team WHO-5 (r = +0.883). In other words, how a leader practices
relationship management directly determines the psychological state of the entire team.

The correlation between the leader’s LMX-7 and the subordinates’ LMX-7 isr =
0.967—Dboth sides equally perceive the actual quality of relationships within the team; there is

no cognitive dissonance.

3.9 Qualitative Data: Managers’ Perspectives

An open-ended question in the survey for managers allowed us to gather qualitative
data that complements the quantitative results. Analysis of the responses reveals several
recurring themes.
Managers with the highest RMP highlighted three key practices: (a) flexible working hours
and psychological safety within the team — “Psychological safety plays a major role” (Team
5); (b) transparent communication even in conditions of uncertainty — “Openness and
regular communication with the team help” (Team 4); (c) a stable rhythm and structure — “I
try to keep the team in a stable rhythm despite everything” (Team 10). A systemic stressor,
independent of managerial actions, turned out to be the risk of mobilizing men without prior

notice—one in three managers mentions this as a factor that undermines the team’s morale.

Conclusion from Chapter 3: The results confirm the central hypothesis: leadership-to-
member relationship (LMX) approaches are a significant predictor of burnout and well-being
in IT teams under conditions of prolonged wartime stress. The correlations between LMX-7
and MBI (r =-0.713) and WHO-5 (r = +0.743), as well as between team LMX and team
performance (r =—0.948 and +0.883), are strong and theoretically consistent. The well-being
level in the sample is alarming—63.9% below the WHO-5 clinical threshold. At the same
time, managerial factors (LMX-7, SPS-3) proved to be significantly stronger predictors of
psychological state than the level of war stress. Multiple regression confirmed the
significance of LMX-7 (B =—0.356, p =0.021 for MBI, = 10.255, p <0.001 for WHO-5)
and SPS-3 when controlling for all covariates (R* = 0.489 and 0.645, respectively). The
hypothesis of LMX x WAR moderation was not confirmed ( = 0.042, p = 0.846), indicating
the stability of the protective effect of LMX regardless of the level of war-related stress.
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CHAPTER 4. CONCLUSION

4.1 Key Findings and Their Theoretical Significance

The aim of this study was to answer the question: Are managers’ relationship
management practices associated with the levels of burnout and psychological well-being of
their subordinates in IT teams under conditions of prolonged wartime stress? The results
provide a clear answer: yes, and this relationship is strong, stable, and theoretically
consistent.

The first key finding concerns the extent of psychological vulnerability in the sample.
The average WHO-5 score = 43.2 is below the clinical threshold for depression risk (50
points), and 63.9% of participants fall into the risk zone. This is not an individual problem for
specific people—it is a systemic phenomenon affecting the majority of IT professionals in the
context of a prolonged armed conflict. The level of burnout is moderate on average (MBI =
2.29), but uneven: one in five participants (20.5%) exhibits a clinically significant level of
exhaustion.

Second key finding: the quality of managerial relationships is a stronger predictor of
burnout and well-being than the level of war-related stress. LMX-7 explains approximately
51% of the variance in MBI (1* = 0.51) compared to 8% for the war impact index (1> = 0.08).
This is consistent with the JD-R theoretical framework (Bakker and Demerouti, 2007) and
LMX theory (Graen and Uhl-Bien, 1995): the quality of the relationship with the immediate
supervisor serves as a critical resource that buffers the impact of external stressors.

The third finding concerns the alignment between the perspectives of managers and
subordinates. The high correlation between the manager’s LMX-7 and the subordinates’
LMX-7 (r = 0.967) indicates that both parties perceive the actual quality of the team
relationship in a similar way. This confirms the validity of using a paired design and
addresses one of the methodological gaps identified in the literature review.

From a theoretical perspective, the results confirm the validity of integrating JD-R,
LMX, and COR (Hobfoll, 1989) into a single framework to explain psychological outcomes
under conditions of chronic stress. It is particularly noteworthy that in a context where most
external resources (physical safety, predictability, the opportunity for adequate rest) are
unavailable, an internal resource—the quality of the relationship with one’s supervisor—

plays a disproportionately large protective role.
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4.2 Practical Recommendations

Based on the findings, several practical recommendations can be formulated for HR
departments and IT company leaders operating under conditions of prolonged stress.

Regular one-on-one meetings with a focus on individual well-being. Teams with the
lowest burnout rates have managers who conduct regular one-on-one meetings covering not
only work tasks but also the employee's personal well-being. This practice is the most
accessible and effective in the studied sample. It is recommended that one-on-one meetings
be held at least bi-weekly, with a standing agenda item dedicated to the employee's current
emotional state. Given that 20.5% of participants showed clinically significant exhaustion
levels (MBI > 3.0), managers should be equipped with a short checklist of early warning
signs — such as decreased responsiveness, missed deadlines, or withdrawal from team
communication — that warrant immediate follow-up or referral to HR.

Psychological safety and transparent communication. Leaders with the highest RMP
scores are characterized by openness regarding the state of the organization even in times of
uncertainty, and a willingness to acknowledge that emotional tension is a normal reaction.
This attitude reduces the subjective sense of isolation and unpredictability — key triggers of
cognitive threat appraisal (Lazarus & Folkman, 1984). In practical terms, this can be
implemented through weekly team updates of 10—15 minutes, where the manager shares
available information about the organization's situation and explicitly normalizes stress as a
collective experience rather than an individual weakness.

Team-level psychological well-being monitoring. 63.9% of the sample falls below the
WHO-5 clinical threshold of 50 points, indicating systemic rather than individual
impairment. HR departments are recommended to implement quarterly WHO-5 screening at
the team level — the instrument consists of only 5 questions and takes under two minutes to
complete. A team average score below 50 points should trigger a structured HR response: a
confidential conversation with the manager, a review of workload distribution, and, where
necessary, referral to psychological support services. A score below 35 points — as seen in
Teams 1, 2, 3, 6, and 7 in this study — should be treated as a critical signal requiring
immediate intervention.

Developing relational leadership skills. Since a manager's RMP score correlates with
team burnout at r = —0.873, investment in relational leadership training represents one of the
highest-return interventions available to HR departments. It is recommended to implement
quarterly 4-hour workshops focused on three core competency areas directly supported by the

study's findings: (1) active listening and emotional validation — the ability to recognize and
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name emotional states without minimizing them, which is foundational to psychological
safety; (2) proactive workload monitoring and redistribution — identifying overload signals
before crisis point, as measured by RMP item 6 in this study; and (3) transparent
communication under uncertainty — structuring team updates in a way that reduces
ambiguity without overpromising. Workshops should include role-play scenarios based on
real wartime stressors — mobilization risk, remote work isolation, and task continuity under

disruption — to ensure relevance to the operational context.

4.3 Study Limitations

The study results should be interpreted with several limitations in mind. First, the
relatively small number of teams (n = 10) limits the statistical power of the team analysis:
although the correlations identified are strong, they need to be confirmed in larger samples.
Second, the cross-sectional design does not allow for the establishment of causal
relationships—in particular, it cannot be ruled out that team leaders with a priori lower
burnout have more resources to practice RMP. Third, the gender imbalance in the sample
(79.5% men) limits generalizability to more balanced teams. Finally, the author’s RMP scale
requires further psychometric validation on independent samples.

Promising areas for further research include: a longitudinal design to examine the
causal relationships between RMP and burnout over time; expanding the sample to include
teams from different industries and regions; analyzing the moderating effect of mobilization
on burnout; and a comparative study of remote and in-office teams regarding the availability

of managerial support.

4.4 General Conclusion

The study confirmed that relationship management techniques are a significant,
practically applicable factor in psychological well-being and burnout prevention within IT
teams operating in the context of a protracted armed conflict. In a situation where external
resources are limited or unavailable, the quality of the relationship with the immediate
supervisor remains one of the few resources within the organization’s control—and upon
which the mental health of entire teams directly depends.

It is particularly important that the effect of management practices proved to be
significantly stronger than the effect of combat stress. This means that even under conditions
that cannot be changed—shelling, mobilization uncertainty, and the inability to plan for the

future—a competent and attentive manager is capable of significantly reducing their team’s
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burnout and supporting their well-being. This is both an encouraging and a responsible

conclusion for Ukrainian IT management in wartime conditions.
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APPENDIX A. QUESTIONNAIRE FOR THE MANAGER

JloctiizkeHHs yIPaBJIiHCHLKUX MPAKTHK Ta 100podyTy B I'T-komanaax
21 murtanHs - ~12-15 xBunuH
Llanosnuii/-a kepignuKy, ys aHKema € 4acmuHo0 Mazicmepcvko2o 00Caioxcenus American
University Kyiv. Yuacmv 0obposinona ma anonimua. Hamuckaiouu «/{aniy, eu niomeepocyeme

iHghopmosany 3200y Ha yuacme.

BJIOK A. 3aranbna iHdopmanis

Byow nacka, 3ano8Hims nos Husjcye.

Al. Team ID: (imenTHdikarop komanan, Haganuit HR)
A2.Bam Bik: o JIo 25 pokiB 0 25-34 poku © 35-44 poku © 45-54 poku © 55 i cTapiie
A3. Bama crate: 0 XKinoua © YonoBiua © He Oaxkato Bka3zyBatu

A4. Bam crax Ha kepiBHill mocazi (y Oyap-skux kommanisx): © Jlo 1 poky © 1-3 poku © 3-5
pokiB 0 5-10 pokiB o Ilonax 10 pokis

AS5-A7. BiuiuB BOEHHOI cUTYyAaIlil

Oyinims 3aeanvHuii 6NIUE 60EHHOIL cumyayii na gawe ocoducme ma poboye Hcumms.

IMuranas 1 2 3 4 5
30BciM HE Binuygaio Tlomipuuit | 3Haunmii THCK ~ Bigdysato

BiIdyBaro HE3HAuYHMI THUCK JIyKe
THUCKY THUCK CUJIbHUHA
MOCTiIHHMIT

THCK

AS5. Hackinbky CHIIBHO BH OCOOHCTO BiT4yBa€eTe o o o o o

THUCK BiJI BifiHH IpsAMO 3apas?(Bpaxosyiime éci acnexmu:

6e3neky, mobinizayito, ginancu, 61U3LKUX)

IInTannsa 1 2 3 4 5
30BcCiM HE Mao ITomipHo CyrreBo | Jlyxe cuiibHO
yCKJ'IaI[HIOC BILJINBA€

A6. Hackinbku BO€HHA CUTYyAITisl YCKIIAIHIOE BalTy o o o o o

3IATHICTh 30CEPETUTHCS Ha pOOOTi?

IIuTannsa 1 2 3 4 5
Hixonu Mano ITomipro CyTTeBo ITocriiiHo
A7. SIk 9acTo TPOTSATOM OCTaHHBOTO MICAIS BH o o o o o

BiTYyBaJ¥ TPUBOTY Yepe3 BOEHHY CUTYyaIlit0?
BJIOK b. Bamii npakTHKH yNPaBJIiHHS KOMAaH/I010
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Oyinimy, AK Yacmo 6u 3acmMoco8yeEme KOXCHY 3 NpaKmux y pobomi 3 komanoorw. Llkana: 1 = Hikonu, 2 =

Pioko, 3 = Inooi, 4 = Yacmo, 5 = 3aeocou / Maiioice 3a6sicou.

IpakTnka 1 2 3 4 5
Hixomn Pinxo Inoni Yacro 3aBKau
1. S perynsapHO NpOBOMXKY iHAMBIMyalbHI 3ycCTpiui o o o o o

(one-on-one) xowya O OOWH pa3 Ha JBa THXKHI 3

KOXHUM YJICHOM KOMAaHIU.

2. Tlim gac 3ycTpivued s TPUAUIAIO Yac HE JIMIIE o o o o o
pobourM 3aBHAHHIM, ane H OCOOHCTOMY CTaHy

CHiBpPOOITHHKA.

3. A BigkpuTO BU3HAIO, IO €MOLifHA Hampyra € o o o o o

MIPUPOTHOIO PEAKII€0 Ha HAa3BUYaliHI OOCTaBHHU.

4. 4 mHamaro 4YjgeHaM KOMaHIM THYYKICTb Y o o o o o
PO3TOPSIIKY JHS B Pa3i 0cCOOMCTHX a00 OEe3NMeKOBHX

o0cTaBUH.

5. S peryyspHO Ta BiAKPUTO 1HPOPMYIO KOMaHIY TIPO o o o o o
cTaH oprasizarii, HaBITH KOJIX CUTYaLis

HCBU3HAYCHA.

6.4 IMPOAKTHUBHO MOHiTOpIO O3HAKU IMEPECBAHTAXKCHHSA o o o o o

1 TIepepO3MOIUISIO 3aBIaHHS 10 BAHUKHEHHS KPU3H.

BJIOK B. SIkicTh BizHocHH i3 Bamow komanaorw (LMX-7)

Oyinimb, HACKITLKU 86U NO20ONCYEMECD 13 KOICHUM MBEPOANCEHHAM wodo sauoi komanou B L[IJIOMY.
Hlxana: 1 = 3o06cim ne 3200en/na, 2 = Cropiwe ne 3200en/na, 3 = Hettmpanvho, 4 = Cropiute 3200en/na, 5
= [losnicmio 3200en/na.

Baowcnuso: ()l/}[HK)L?H’l(,’ K().WC[H())/ 3a2dajiom, d He OKpemMux cni(;poﬁinmukie.

TBepaKeHHs 1 2 3 4 5
30BCiM He Ckopime He | HeiitpanbHo Ckopimre ToBHicTIO
3rojieH/Ha 3rojieH/Ha 3rojieH/Ha 3rojieH/Ha

1. 51 3Har0, HACKUIBLKH MO ITiIJIETJIi 3aI0BOJIEHI CBOEIO o o o o o

poOOTOIO B KOMaH/II.

2. A1 po3ymito pobodi mpobsieMu Ta NOTpeOH KOKHOTO o o o o o

qJIeHa CBO€E€T KOMaHIN.

3. S ycBimOMITIOIO MOTEHIIial KOKHOTO YJIeHa CBOET o o o) o o

KOMaH/IH.
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4. 5l roroBwuii/a MATPUMATH KOXKHOTO TIJJIETIOrO B o o o o o

pasi TpyAHOLIIB, HABITH 32 BIACHUI PaxyHOK.

5. 51 nmoBipsito CBOiM KOMaH/I HACTIIBKH, 10 WICHH o o o o o
KOMaHI¥M MOXYTb MpPEACTaBIATH ii B  MOIH

BiZICYTHOCTI.

6. S roroBuii/a BHKOpUCTATH CBill BIUIHB, OO o o o o o
JOTIOMOTTH WICHaM KOMAaHAW BHUPIUTH pobodi

pooIeMH.

7. 3arajioM s OLIIHIOKO BIJHOCHHH 31 CBOECIO KOMAHIOKO o o o o o

SIK Ty’Ke €PEKTHBHI.

BJOK I'. Bigkpurte nutanHs (He000B'sI3K0BO)

I'l. 1o, Ha Bamy AYMKY, Haii0lnblIe JonoMarae a0o 3aBaka€ NiATPUMYBaTH 100po0yT Bamoi

KOMAaH/[M B HUHIIIHiX yMoBax?
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APPENDIX B. EMPLOYEE SURVEY

JloctiizkeHHsI ICUXO0JI0TT9YHOro 100podyTy Ta ynpasJjiHcbKuX NpakTuk B IT-komanaax
31 nutanHs - ~15 XBUIHH
Llanoenuii/-a xoneeo, ys ankema € YacmMuHo Mazicmepcbko2o 0ocaiodicenns American University
Kyiv. Yuacmw 0obposinena ma anonimna. Hamucxarouu «/laniy, eu niomeepodcyeme iHghopmosany

3200) HA yYacmo.

BJIOK A. 3aranbna iHdopmanis

Byow nacka, 3ano8Hims nos Husjcye.

Al. Team ID: (inenTndirarop, HamaHUit BamM KepiBHEKOM a60 HR)
A2.Bam Bik: o JIo 25 pokiB 0 25-34 poku © 35-44 poku © 45-54 poku © 55 i cTapiie

A3. Bama crate: 0 XKinoua © YonoBiua © He Oaxkato Bka3zyBatu

A4. Bam ctax po6oTH B oTO4HIN komnanii: © J[o 6 micsaiB © 6 mic. — 1 pik © 1-3 poku © 3-5
pokiB © IloHan 5 pokiB

AS5-A7. BiuiuB BOEHHOI cUTYyAaIlil

Oyinims 3aeanvHuii 6NIUE 60EHHOIL cumyayii na gawe ocoducme ma poboye Hcumms.

IMuranas 1 2 3 4 5
30BciM HE Binuygaio Tlomipuuit | 3Haunmii THCK ~ Bigdysato

BiIdyBaro HE3HAuYHMI THUCK JIyKe
THUCKY THUCK CUJIbHUHA
MOCTiIHHMIT

THCK

AS5. Hackinbky CHIIBHO BH OCOOHCTO BiT4yBa€eTe o o o o o

TUCK BiJl BiliHM mpsimo 3apa3? (BpaxoByiiTe Bci

acniekTd:  Oesmeky, MoOuUTi3amito,  (iHAHCH,

ONM3BKHX)

ITutanus 1 2 3 4 5
30BciM He Maio TlomipHo CytreBo | JlyKe CHIIBHO
YCKIIaTHKOE BIIJINBA€

A6. Hackinbku BOEHHA CUTYAIlisl YCKIIAIHIOE BaITy o o o o o

3JIaTHICTh 30CEPEIUTHCS HA POOOTI?

IuTanns 1 2 3 4 5

Hikonn Maio TlomipHo CyTTeBO IocriitHo
A7. Sk 4acTo MPOTATOM OCTAHHBOT'O MICSIS BU o o o o o

BiJJ4yBaJlll TPUBOTY Yepe3 BOEHHY CUTYaIlil0?

BJIOK b. Bimuyrts BucHa:xxenusi (MBI-GS)
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Oyinimo, 5K yacmo 8u nepesicugacme Kodicen i3 Hasedenux cmanis. Ilkana: 0 = Hixonu, 1 = /[yoice pioxo,

2 = Pioko, 3 = [n00i, 4 = Yacmo, 5 = [{ysce uacmo, 6 = [L[oOHA.

TBepakeHHs

1. 4 BimuyBato cebe eMOIIITHO BUCHAKCHUM/ OO BiJT

CBOET po0OTH.

2. B xiHmi poGoyoro mHA s BimuyBato cebe

CITyCTOLLIEHUM/OIO.

3. 4 BiguyBaro BTOMY, KOJIM MIPOKUIAFOCS BPaHIli i

JlyMaro Mpo YeproBuii poOOUMii AEHb.
4. [llonenHa poOOTa CTOMITIOE MEHE.

5. S BiguyBalo, 110 BUTOPAIO BiJl CBOET pOOOTH.

0 1
Hikonn Tlye
pigko

O O

) O

) O

o O

o O

2

Pinko

3

THoni

4

Yacto

5

Hyxe

qacTo

6

Iloans

BJIOK B. 3araasnauii 1o0pooytr (WHO-5)

Ouyinimo, sx yacmo I[IPOTAT OM OCTAHHIX 2 TH)KHIB 6u nepexcusanu kodicen 3i cmanie. lllkana: 0 =

JKoonoeo pazy, 1 = Pioxo, 2 = Menwe nonosuru uacy, 3 = binvwe norosunu uacy, 4 = Maiixce secw uac, 5

= Becb uac.

TBepaKeHHS

1. 4 BiguyBaB/nma cebe 6albOPUM/OI0 Ta Yy TAPHOMY

HAaCTpOl.

2. 4 BiguyBaB/la cebe  CHOKIHHHM/01O

po3cnabaeHrM/oFo.

3. 4 BimuyBaB/ma cebe  aKTHBHHM/OIO

EHepTriitHIM/010.

4. S nmpokupaBcs/lack  BiIIOYHBIIAM/OFO

CBIKHM/OIO0.

Ta

Ta

Ta

5. Moe€ MOBCSAKIOEHHE >KUTTS HAIIOBHEHE ILIKABUMU

MOJISIMU.

0
JKomHoro

pasy

o

1

Pigko

2

Menme

OJL. Yacy

o

3

Binbme

0J1. Jacy

o

4

Maiixe

3aBXKIU

o

5

Becw uac

BJIOK I'. Cnpuitnsituii crpec (PSS-4)
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Oyinimo, sk wacmo [IPOTAT' OM MUHYJIOI O MICALA 6u nepescusanu ionosione. [llkana: 0 = Hikonu,

[ = Maiixce Hikonu, 2 = Ino0i, 3 = Yacmo, 4 = /[ysice wacmo. Ilynkmu (R) 3apaxogyromuca y 360pOmHoOMY

NnOpsiOKY.
3anuTaHHA 0 1 2 3 4
Hikomn Maiixe Tnomi Yacto Jly>xe gacto
HIKOJIN
1. SIk vacTo BHM BiAUyBalW, IO HE KOHTPOJIOETE o o o o o
BaXJIMBI Peyi y CBOEMY KHTTi?
2. SIk 9acTo BH BiYyBal¥ TPYIHOII W AyMaJid, IO o o o o o
HE 3MOXETE 3 HUMH BIIOPATHCS?
3. SIk 9acTo BM BiJYyBalldi BIIEBHEHICTh y CBOIH o o o o o
3IATHOCTI BUPIlIyBaTH MpoOIeMu?
4. SIx 9acto BM BiAUyBalH, IO CIIPaBH HIyTh TakK, K o o o o o

BU xouere?

BJIOK JI. SIkicTh BigHoCHH i3 BamuM kepiBHukoM (LMX-7)

Oyinimb,  HACKITbKU 68U NO200XHCYEMECHL I3 KOWCHUM  meepodxceHHaM  ujooo  BALIOIO
BE3IIOCEPE/JHbOI'O KEPIBHUKA. llxana: 1 = 3o06cim ne 3200en/na, 2 = Cropiwe He 3200eH/Ha, 3 =

Heumpanvno, 4 = Cropiwe 3200en/na, 5 = I[losnicmio 3200em/Ha.

TBepaKeHHS 1 2 3 4 5
30BcCiM HE Cxkopime ne | HelfrpansHo Cxopirue IMoBHicTiO
3rojicH/Ha 3rojIeH/Ha 3rojIeH/Ha 3rojIcH/Ha

1. S 3Hato, HACKUIBKM Mii/MOS  KepiBHUK/ISA o o o o o

3aJI0BOJICHUI/a MO€IO poOOTOI0 — BiH/BOHA Ja€ MeHi

1€ 3PO3yMITH.

2. Miit/Most kepiBHUK/IIT po3yMmie Moi poboui o o o o o

poOJIeMH Ta TIOTPEOH.

3. Miit/Most  KepiBHUK/III  yCBIJOMIIOE  Miit o o o o o
IIOTEHIiAJI.
4. HesanexxHo Bix (opMagbHUX ITOBHOBAXKEHB, o o o o o

Miii/MOSI KepIBHUK/II1 BUKOPHCTaB/JIa O CBIH BILIUB,

1100 MeHi JOIIOMOL'TH.

5. Miit/Mos KepiBHUK/IIA MiATpUMaB/iIa O MeHe B pasi o o o o o

TPYAHOIIIB, HABITh 3a BIACHUH PaxyHOK.
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6. S Maw JOCTaTHBO JOBIpM JO CBOTO/CBOET o o o o o
KepiBHUKA/Ii, 00 3aXWIIaTH HOro/ii pimieHHS 3a

Horo/ii BiICyTHOCTI.

7. BiTHOCHHH 3 MOTM/MOEIO KEPIBHUKOM/IICIO € JyXKe o o o o o

e(heKTUBHUMH.

BJIOK E. IlinTpuMmka Bix Bamoro kepisuuka (SPS-3)

Oyinimb, HACKIILKU 8U NO200ACYEMECD 13 KONCHUM meepodcenuam. Llkana: 1 = 306cim He 3200eH/Ha, 2 =

Ckopiwte He 3200en/na, 3 = Hetimpanvho, 4 = Cropiwe 3200en/na, 5 = Ilosnicmio 3200en/na.

TBepakeHHs 1 2 3 4 5
3oBcimHe | Ckopime He = Heiirpansao Cxkopime IToBHicTIO
3rofIeH/Ha 3rofIeH/Ha 3rofIeH/Ha 3rofIeH/Ha

1. Miii/Most KepiBHUK/IIS IIIHY€ Miii BHECOK Y POOOTY o o o o o

KOMAaH/IH.

2. Miii/Most KepiBHUK/IIS BUSBIISIE IUPY TypOOTY PO o o o o o

MO€ 0aronomyyds.

3. Skmo y MeHe BWHHKHYTHh TPYIHOINI, Mii/MOs o o o o o

KEPiBHUK/IIS TOTIOMOKE TX BUPILIUTH.

Jdsikyemo 3a yuyacrs!

Bamnri BignoBizi 30epiratoThCsi aHOHIMHO Ta BUKOPHUCTOBYBATHMYThHCS BUKJIIOYHO B HAYKOBUX IIIJISIX.
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