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l. Introduction

1.1. Context of the Study

The Ukrainian Armed Forces and the Russian Aggression of 2022

On February 24, 2022, a transformative event occurred, reshaping the socio-political landscape of Ukraine,
and influencing global dynamics and security. Russia initiated a comprehensive military offensive against
Ukraine, profoundly impacting millions of Ukrainian lives. This act of aggression extended beyond the
territorial confines of Ukraine, catalyzing a worldwide ripple effect. It prompted a mass exodus of
individuals seeking refuge while simultaneously compelling many to relinquish their civilian lives to join
Ukraine's Armed Forces and Security and Defense Forces.

Data from the Ukrainian Ministry of Defense, as of January 2024, indicates a dramatic surge in the
composition of the Ukrainian Armed Forces. The current strength is approximately one million personnel,
a significant escalation from the pre-invasion figure of around 300,000. This expansion, catalyzed by the
mobilization decree of February 24, encompasses both regular and mobilized service members, with
approximately 42,000 women in service. Notably, most of these forces comprise volunteers, transcending
diverse age groups, professions, and social backgrounds. These civilians, now embarking on military
careers, outnumber the professionally trained military personnel, highlighting a shift in the traditional
composition of the armed forces.

Amidst ongoing military confrontations, a critical focus remains on recruiting civilians into the Armed
Forces, expediting their training to develop effective teams and leaders proficient in combat leadership.
The war in Ukraine presents the most formidable challenge to global security since World War Il. Contrary
to initial pessimistic projections about Ukrainian resistance, the nation has showcased remarkable
organizational, adaptive, and leadership capabilities under duress.

Key factors contributing to Ukraine's resilience in the early phase of Russia's full-scale invasion include
strategic foresight, troop readiness, and fearless dedication. The Ukrainian military's preemptive
strategizing for a potential Russian invasion and their successful defensive plan implementation played a
crucial role. Additionally, the Ukrainian troops' regular training, exercise regimens, and modern equipment
fortified their preparedness. Paramount, however, was the heroism and unwavering commitment of the
Ukrainian military, exemplified by their readiness to sacrifice for national freedom.

Western analyses, such as the RAND Corporation's study by Dara Massicot (2023), support these
observations affirm the productive use of limited resources by the Ukrainian military leadership to counter
the Russian offensive. This study also emphasizes the proficient training, motivation, and tactical utilization
of terrain and defense strategies by Ukrainian troops.

In military leadership, the accelerative cultivation of trust within teams emerges as a pivotal competency.
The efficacy of leadership decisions hinges on the foundational elements of trust within the team and in



the leader. This principle holds paramount importance both for Ukraine's victory and in the pursuit of
sustained peace and resilience.

1.2. World of Communities Board Game: An Innovative Tool for
Team and Trust Building

The World of Communities board game, created in 2016 by the Ukrainian company "World of Communities,"
is a pioneering educational tool designed to foster civic engagement, conflict resolution, and collaboration
skills. Set in a fictional city, players assume the roles of community residents, working collaboratively to
address local challenges like environmental pollution, poverty, and unemployment. Through various
conflict resolution methods, including negotiation, compromise, and dialogue, players strategize to resolve
these issues.

Scoring in the game is based on achieving individual objectives and solving community problems, with the
player earning the highest points and declaring a winner. The interactive nature of the "World of
Communities" simulates real-life leadership scenarios, actively engaging players in civic participation. Key
skills developed through gameplay include Communication, Collaboration, Conflict Resolution, and Civic
Engagement.

This game is an educational resource for teaching people about civic activism and conflict resolution skills.
It also finds application in the public sector for fostering civic skills in local communities. "World of
Communities" is more than just a game; it's an innovative approach that can positively impact society,
encouraging active citizenship and community problem-solving.

Each game session, facilitated by a certified "World of Communities" Game Master, involves 2 to 6
participants, and lasts approximately 3-4 hours, including a short break. The session starts with an
introduction by the Master and participant introductions, followed by a simulation process divided into
rounds. Success in the game is achieved through cooperation and collaboration, with victory defined by
accomplishing the game scenario's objectives.

The facilitator observes the players throughout the game, helping ensure the game's objectives are met. A
debriefing follows the game session, discussing discoveries made during gameplay. This includes
analyzing player behavior, individual and collective decisions, and discussing the game's objectives. World
of Communities is designed to develop Entrepreneurship, Trust in colleagues and organizations,
Negotiation skills, The ability to consciously step out of comfort zones and broaden worldviews, Resilience
in handling failures and drawing productive conclusions, Responsibility-taking in complex situations, The
ability to follow and execute instructions, Active listening and expressing thoughts effectively.

Achievements:

1. In 2019, the World of Communities Simulation Board Game was recognized by the Eastern
European Network for Citizenship Education (EENCE) as the best civic education project for
activating communities.

2. In2022,the game-based Public Consultations, an advocacy tool and capacity builder for youth non-
formal groups in Ukraine based on the World of Communities approach, were selected as a best



practice at the 4th Eastern Partnership Youth Conference “Youth for Revitalisation of Democracy
(Prague, July 2022)".

Additionally, 2022 saw the release of "Fix It: 100 Ways to Fix the Environment with the 'World of
Communities' Game." This book is a compilation of models and methods for utilizing the "World of
Communities" board game. Each model is described as a "pill" that "cures" or rectifies an aspect of our
various environments - professional communities, work teams, local neighborhoods, apartment co-owners,
school communities, or business partnerships. This resource further extends the game's application,
offering tangible strategies for enhancing and repairing the social dynamics in various community settings.

The question remains open: can this tool be used to develop trust-building skills during leadership
training in the military formations of the Armed Forces of Ukraine?

1.3. Importance of the Research

The research is pivotal in ongoing war, focusing on rapid leadership training and trust-building within teams,
which is crucial for operational success and minimizing casualties in the Ukrainian Armed Forces. It
explores the utilization of Cooperative Simulation Board Games, particularly the World of Communities
Game, to evaluate their impact on trust and leadership in high-stress military scenarios. This study could
significantly contribute to military training methodologies by providing insights into the effectiveness of
these games in enhancing decision-making, problem-solving, and team dynamics among military
personnel.

1.4. Objectives of the Capstone Project

1) To identify and analyze trust-building mechanisms as part of leadership through Cooperative
Simulation Board Games (‘World of Communities’)

2) To evaluate the relevance of simulation games in trust-building in military leadership development.

3) To contribute to the body of knowledge on leadership training methodologies, particularly in the
context of the Armed Forces of Ukraine.

2. Literature Review

This chapter aims to evaluate various frameworks and concepts critically. It will explore leadership
frameworks. The analysis will also cover trust-building strategies within small teams during wartime and
methods to measure their effectiveness. Furthermore, the chapter will discuss the benefits and limitations
of game-based approaches in developing leadership and trust-building skills in small groups. Lastly, it will
review the military doctrines of Ukraine and NATO, focusing on leadership development and trust-building
within teams.



2.1. Theoretical frameworks and models of leadership relevant to the
research

2.1.1. Situational leadership theory
Situational leadership theory, also known as the Hersey-Blanchard Situational Leadership Model, is a
framework that explains how effective leadership styles adapt to the competence and commitment of
followers in different situations. Developed by Paul Hersey and Ken Blanchard in 1969, it emphasizes the
importance of a flexible approach to leadership rather than applying a one-size-fits-all style.
Here are the key concepts of Situational Leadership Theory:
1. Leadership styles: The model identifies four leadership styles based on varying levels of directive and
supportive behaviors:
e Telling (High Directive, Low Supportive): The leader provides clear instructions and closely
supervises followers with low competence and low commitment.
e Selling (High Directive, High Supportive): The leader provides both instructions and emotional
support to motivate followers with low competence but high commitment.
e Participating (Low Directive, High Supportive): The leader shares decision-making and encourages
participation from followers with high competence but low commitment.
e Delegating (Low Directive, Low Supportive): The leader empowers followers to make decisions and
take ownership of tasks for those with high competence and high commitment.

2. Follower development: The model also identifies four developmental levels of followers based on their
competence (task skills and knowledge) and commitment (motivation and willingness to do the task):

e D1 - Unconfident and Unwilling: Low competence, low commitment.

e D2 - Unconfident but Willing: Low competence, high commitment.

e D3- Confident but Unwilling: High competence, low commitment.

e D4 - Confident and Willing: High competence, high commitment.

3. Matching styles to levels: The core principle of the model lies in matching the appropriate leadership
style to the follower's development level. This encourages optimal performance and development by
providing the needed level of direction and support.

Benefits of situational leadership theory:
e Flexibility: Leaders can adapt their style to diverse situations and followers.
e Improved performance: Matching styles to follower needs can enhance motivation, engagement,
and task completion.
e Follower development. Promotes growth by gradually increasing follower responsibility and
autonomy as competence and commitment increase.
e Effective communication: Clarifies expectations and roles through tailored communication styles.

Limitations of Situational Leadership Theory:
e Oversimplification: Can be seen as reducing complex leadership dynamics to a predictable model.



e Misapplication: Requires careful assessment of follower development levels to avoid using the
wrong style.

e Limited context: Does not fully account for external factors like team dynamics or organizational
culture.

Despite its limitations, Situational Leadership Theory remains a valuable tool for leaders seeking to adapt
their approach and inspire follower development in diverse situations. By understanding and applying the
model's principles wisely, leaders can foster collaboration, motivate their teams, and achieve optimal
results.

The strategy of situational leadership prompts leaders to assess their team members, consider various
factors in their workplace, and select leadership styles that align best with their goals and circumstances.
(online.stu.edu) Leaders should be capable of transitioning from one leadership style to another or
demonstrating multiple leadership styles simultaneously to address the evolving needs of the organization
and its employees. During a crisis, employees are likely to exhibit varying levels of readiness to handle the
situation. Situational leaders can opt for the suitable leadership style that corresponds to the followers'
readiness level, thereby enhancing productivity and competitiveness (Mujtaba & Sungkhawan, 2009).
Consequently, situational leaders must showcase a high level of leadership competencies during a crisis.

2.1.2. Implicit leadership theory

Implicit Leadership Theories (ILTs) are individuals' subconscious models defining effective leadership.
These theories, varying among individuals, are shaped by personal experiences, cultural influences, and
stereotypes. ILTs influence perceptions of leadership effectiveness, affecting leadership selection, leader-
follower dynamics, and leadership development. Examples include the "heroic leader," "transformational
leader," and "servant leader” theories. While ILTs can guide understanding and interaction with leaders, they
also risk biases and stereotypes, emphasizing the need for awareness of one's ILTs in evaluating
leadership.

While leadership is commonly perceived as the actions of leaders, research recognizes that leadership is
a dynamic interaction process involving leaders, followers, and the environment (Schyns & Riggio, 2016).
Employees, or followers, play a crucial role as key stakeholders for leaders, particularly during a crisis when
they anticipate effective management. In such situations, followers seek support, demand assistance,
desire the leader's interest and empathy, and subsequently collaborate to navigate through the crisis
(Joniakova et al., 2021). The expectations of followers regarding their leaders' behaviors during a crisis
may differ from those in normal times or at different crisis stages. Notably, the perception of employees
regarding their current leaders amid the Russian-Ukrainian war will shape the crisis leadership behaviors
of these leaders.

Implicit leadership theory focuses on followers' perceptions of leadership characteristics (Caringal-Go et
al., 2021). According to the theory, followers' perceptions of leadership, shaped by their knowledge,
cognition, and beliefs, can be employed to discern the attributes and behaviors distinguishing leaders from
non-leaders, good from bad leaders, and effective from ineffective leaders (Holmberg & Akerblom, 2006).
The theory also asserts that followers' mental representations of leaders influence their actions toward
leaders and their workplace behavior (Schyns & Riggio, 2016). Consequently, a follower-centered approach
to crisis leadership is crucial, especially in the ongoing war, given the often-existing disparities between
leaders' self-perception and followers' perception of leadership (Seghal et al., 2021).



Understanding followers' perceptions of leadership is essential for bridging the leader-follower perception
gap and achieving alignment between leaders and followers (Seghal et al., 2021), fostering employee
engagement and dedication, especially in crises. Conversely, a significant discrepancy in leader-follower
perception may lead to surprise, consternation, disbelief, or emotional distress among employees,
potentially resulting in an adverse impact on organizational culture and productivity (Aarons et al., 2017).
When a substantial sample of employees from diverse organizations shares common attributes and
behaviors defining desirable and effective crisis leaders, it represents a culturally endorsed implicit theory
of crisis leadership (Holmberg & Akerblom, 2006).

2.1.3. Military Leadership Frameworks
No leader — no matter how brilliant, experienced, and well-educated — is an island. In the absence
of detailed orders, he must be willing to listen and accept advice from others.

Lt. Col. Douglas Pryer
In the realm of military leadership, Williams, Darryl A. emphasizes the evolving requirements for 21st-
century leaders. Technological advancements and regional threats create a more complex battlefield,
demanding new competencies and skills. His analysis suggests leaders must develop broader cultural
awareness, enhanced intuitive skills, and an understanding of media effects. Future military leaders must
also possess higher-level tactical decision-making abilities, rely on tacit skills for complex problem-solving,
and demonstrate reflective leadership to adapt swiftly to changing scenarios. Additionally, the ability to
think systematically, breaking down battlefield complexities, is deemed crucial for effective leadership in
modern warfare.

In the field of military leadership, the concept of Mission Command plays a crucial role, particularly in
addressing the unique challenges posed by high-pressure, life-and-death scenarios. This leadership
framework is specifically tailored to meet the demands of the complex military environment.

Picture 1. A Trust-Based Culture Shift: Rethinking the Army Leadership Requirements Model in the Era
of Mission Command
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Core Tenets of Mission Command:

Commander's intent: This critical component goes beyond outlining the mission objective,
providing a comprehensive understanding of the mission's broader context, potential
consequences, and desired end state. It ensures that all members understand the overarching
goals, enabling them to make informed decisions aligned with the mission’s objectives.

Initiative: The framework empowers subordinates to take proactive actions and make decisions
within their scope of authority. This encourages a culture of agility, adaptability, and a sense of
ownership, which are vital for the dynamic nature of military operations.

Disciplined Initiative: Mission Command emphasizes responsible decision-making while promoting
initiative. Subordinates are encouraged to act innovatively but within the bounds of the
commander's intent, ensuring that their actions are not reckless but calculated and in line with the
mission's objectives.

Mission orders: Clarity and conciseness in orders are pivotal. Mission Command advocates for
orders that focus on essential tasks and outcomes, allowing for flexibility and adaptability in
execution.

Risk management: Recognizing the inherent risks in military operations, Mission Command
involves establishing clear risk assessment and mitigation guidelines, balancing the need for
initiative with prudent risk-taking.



Benefits of Mission Command:

e Enhanced agility and adaptability: The decentralization of decision-making and a shared
understanding of the mission facilitate a swift and effective response to changing circumstances.

e Improved motivation and engagement: Giving subordinates a role in decision-making enhances their
commitment and ownership, leading to higher motivation and engagement levels.

e Stronger cohesion and trust: The principles of open communication, transparency, and active
listening under Mission Command foster a culture of trust and respect, essential for cohesive team
dynamics.

e Optimized performance and mission success: The culmination of agility, motivation, trust, and
effective decision-making under Mission Command contributes to enhanced performance and a
greater likelihood of achieving mission objectives.

Challenges and Considerations:

e Balancing control and autonomy: One of the critical challenges of Mission Command is finding the
optimal balance between providing direction and allowing autonomy for initiative.

e Adapting to diverse teams: Effective implementation of Mission Command requires tailoring
leadership styles to suit diverse team compositions and individual member needs.

e Maintaining effectiveness in ambiguity: Leaders must be adept at operating in environments with
incomplete information, necessitating strong situational awareness and the ability to develop
flexible contingency plans.

Mission Command in the military context is a dynamic and adaptive framework. It empowers leaders to
manage the complexities of the battlefield effectively, fostering a culture of shared purpose, mutual trust,
and proactive initiative. This approach equips military leaders with the necessary tools to guide their teams
through challenging scenarios, ensuring mission success amidst the uncertainties of warfare.

2.2. Military Leadership Development in the Ukrainian Armed Forces and
trust-building mechanisms

2.2.1 Theoretical Foundations and Competencies in Military Leadership Development in the Ukrainian
Armed Forces

The 2020 Doctrine of Military Leadership Development within the Ukrainian Armed Forces outlines a
comprehensive framework of theoretical knowledge and practical skills essential for effective leadership,
particularly in unpredictable or crises. This framework is built around key leadership competencies, each
addressing distinct aspects of military leadership.

1. Analytical and synthesis competencies: This involves a leader's capacity to dissect and integrate
various components, processes, and phenomena within military operations. It encompasses the
ability to perceive military activities holistically, understanding both the granular details and the
broader picture.

2. Inspirational and motivational skills: This competency focuses on the leader's ability to evoke
emotional responses and inspire and motivate personnel towards noble actions and deeds. It
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includes managing and directing service members' behavior to ensure organization, activity, and
stability within the ranks.

3. Leadership abilities: Central to this is the leader's proficiency in comprehensively assessing
personnel capabilities and, through authority, trust, and personal example, guiding them toward
specific objectives.

4. Developmental skills: This skill set is about enhancing the personnel's professional knowledge,
abilities, and skills. It involves fostering self-improvement, shaping worldviews, and aligning the
team around common goals and tasks.

5. Goal achievement: This competency relates to the leader's ability to realize objectives and attain
successful outcomes in military activities. It entails mastering various methods, techniques, and
technologies coupled with optimal resource utilization.

6. Transformational leadership: This aspect involves the ability to effect positive change within the
military organizational culture, aligning actions with higher ideals and moral values. It emphasizes
individual attention and support to each service member and promotes creative solutions to
problems.

The Doctrine underscores that leadership in the military is rooted in a shared understanding of values,
normative rules, ethical standards, and the characteristics of effective leadership behavior. At its core, the
general principle of military leadership is encapsulated in one word: trust. Trust is seen as the culmination
of mastered competencies, the manifestation of will, and the cohesion of personnel. It is emphasized that
trust cannot be mandated; it is cultivated internally and continuously assessed by the personnel. Trust is
thus deemed a reward for adherence to the ideals of military service and honor.

A key indicator of the successful implementation of the Doctrine's provisions is the demonstration of
coordinated action and unity of purpose among well-trained service members and units. This unity reflects
Ukraine's strong, competent Armed Forces with a clear understanding of their duties and operational
methodologies. The principal measure of a commander's leadership competence is the trust vested in
them by their subordinates, with high levels of trust integral to achieving victory in combat situations.

2.2.2. Analysis of military leadership and trust-building mechanisms, particularly in the context of NATO
operations

The key competencies of leaders and trust-building mechanisms in the NATO framework are
comprehensive and multifaceted, focusing on personal attributes, trust, group-level understanding, cross-
cultural competence, and strategic leadership. These competencies are essential for building and
managing effective relationships in diverse and complex operational environments.

1. Personal attributes: Leaders need to be self-aware and understand their preferences in
relationships and communication styles. This self-awareness helps them identify and meet their
development needs in building and maintaining successful relationships. Leaders should also be
aware of potential biases and tailor their approach to meet the needs of others. Personal impact
and maintaining self-regulation under pressure are crucial for responding effectively in rapidly
changing situations.

2. Trust: Trust is fundamental in building relationships, especially in complex and uncertain
environments. Leaders must understand the importance of building trust and demonstrating
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trustworthiness. Developing cognitive processing skills under time pressure is critical for forming
and maintaining calibrated trust in cooperative and collaborative relationships.

3. Group-level challenges and diversity training: Understanding and bridging group faultlines and
leveraging social identity theory are important for promoting team cohesion and identity. Training
should reflect the operational environment's diversity, incorporating stakeholders from various
backgrounds, including non-military organizations. Multinational exercises and gaming
simulations are recommended for leader development, capturing the diverse aspects of
operational environments.

4. Cross-cultural and cross-organizational communication: Leaders are expected to adapt their
decision-making by considering cultural factors, ensuring effective cross-cultural communication,
and sharing situational awareness and intent. This requires skills in managing diversity
synergistically, technological competence, and an understanding of the impact of advanced
technologies like Al, drones, and robotics on military operations.

5. Strategic leadership framework: At the strategic level, leaders need to acquire transcultural skills,
third culture-making skills, cross-cultural creative problem-solving skills, and ethical skills. These
competencies enable effective operation in cross-cultural contexts through understanding cultural
nuances, the influence of culture on self and others, and effective cross-cultural communication.

6. Training methods: A comprehensive range of geostrategic knowledge and understanding of the
global security environment is vital. Training methods should include specialized tailor-made
training using an experimental approach, such as workshops, role-plays, simulations, and
immersive virtual technologies. This approach should aim at developing cultural self-awareness
and a creative visionary approach.

7. lterative learning process: The education and training of leaders is an ongoing process, requiring a
commitment to develop leaders with cross-cultural competency. This includes learning from real-
life experiences and case studies and using various tools like the Cultural Competence Self-
Assessment Awareness Checklist and psychometric tests. Leaders must also understand the
importance of partnerships with academia, industry, and international organizations, requiring a
high level of cultural competence.

In summary, the NATO framework emphasizes a holistic approach to leader development, integrating
personal and interpersonal skills, cultural intelligence, strategic thinking, and the ability to adapt to diverse
and dynamic environments. This comprehensive approach ensures leaders are well-equipped to face the

multifarious challenges of modern military operations.

The range of leadership competencies is further broken down into their parts for detailed examination, such
as how future leaders will build the trust and relationships critical to multinational military operations.

2.3. Game-Based Solutions for Leadership Development and Trust-
Building

2.3.1. Analysis of World of Communities Board Game
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The 2017 World of Communities Board Game audience profile and impact study, involving 71 experts
across 20 Ukrainian regions, analyzed the game's impact through approximately 350 public games with
3,358 players. The expert study was conducted from December 1 to 14, 2017, in quantitative, remote
analysis via an online survey. This study surveyed 71 experts from 20 regions of Ukraine, each owning at
least one copy of the game. These experts organized approximately 350 public games, engaging a total of
3358 players. The study aimed to provide comprehensive insights into the game's reach and influence. was
a quantitative, remote analysis via an online survey. Key findings highlighted significant advancements in
competencies: problem-solving (71.83%), collaborative work (69.01%), networking (60.56%), learning
skills (54.93%), understanding local politics (52.11%), and community engagement (52.11%). Additionally,
the game served educational purposes in community development (66.20%), activated engagement
(57.75%), and was utilized for team-building (35.21%) and strategic planning (29.58%).

The 2019 World of Communities Board Game audience profile and impact study, conducted from
December 20, 2019, to January 22, 2020, was a quantitative, remote analysis via an online survey. It aimed
to understand the experiences of 90 experts from 23 Ukrainian regions (excluding Kharkiv oblast) who use
the game in diverse settings. These experts, mostly certified at the first and second levels, conducted
approximately 1250 public games with over 5598 players. The study focused on evaluating the game's
impact on professional activities and competence development among its users.

The key findings of the study exhibit a predominantly urban audience (87.32%) with more female (56.34%)
than male (43.66%) participation across a wide age range. Public and charitable organizations led
organizational involvement (59.15%), followed by small businesses and government entities. Community
activists and institutional workers, youth, and entrepreneurs were highly engaged (78.87%). The
professional impact was positive for 77.47% of respondents. Competence development showed
significant improvements in problem-solving (71.83%), teamwork (69.01%), networking (60.56%), and
learning skills (54.93%), with notable enhancements in leadership (50.70%) and entrepreneurial skills
(38.03%).

In the 2019 study, personal changes were observed in several areas: Relationships improved by 67%.
Broadening of perspectives was reported by 63%, indicating an enhanced ability to see problems more
comprehensively. Leadership qualities improved for 65% of participants, while 59% found increased
willingness to collaborate on common tasks. Inspiration for change was experienced by 55%, and
community participation motivation was noted by 54%. Learning abilities improved for 44% of the
respondents.

These percentages indicate a shifting trend in the perceived benefits and effectiveness of the game in
certain areas compared to previous years.

2.3.2. How are simulation games used in measuring leadership style in the military?
Simulation games are increasingly being used to measure leadership style in the military. Here are some
ways simulation games are used:

e Multi-player starship bridge simulator: A study by the University of Northern lowa employed a multi-
player starship bridge simulator in a military-based leadership course. The mechanism employed
to measure achievement through computer-simulation game training was participants' opinions
on leadership styles.
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e Adaptive Thinking and Leadership simulation game: According to Sandia National Laboratories, the
Adaptive Thinking and Leadership simulation game developed by Elaine Raybourn and her team is
built on the Army Game platform, which measures leadership style in the military.

e Cognitive learning training: According to PCMag, game-based training in the military focuses on
cognitive learning, or "how to think" training. Simulation games are used to hone decision-making
skills and prepare military personnel for various scenarios.

e Al framework: The same article by PCMag notes that Al in simulation games is typically "semi-
autonomous,” meaning that a human operator needs to give the Al e some kind of high-level order.
This Al framework can be used to support military training and to measure leadership style.

Simulation games can be used to measure leadership style in the military by providing a controlled
environment in which leaders can be evaluated. Using simulation games, leaders can be assessed on their
decision-making skills, ability to work in a team, and ability to adapt to changing situations. Simulation
games can also be used to train leaders and prepare them for various scenarios.

The advantages of using simulation games to measure leadership style in the military.
Simulation games offer several advantages when it comes to measuring leadership style in the military.
Here are some of the benefits:

e Unbiased measurement: According to Flow Leadership, one of the main advantages of game-based
profiling is the unbiased nature of the resulting skill measurements obtained via the leadership
simulation. These contrast with other measures generated via the organization's survey or one of
the standard surveys, which can be biased.

e Controlled environment: Simulation games provide a controlled environment for evaluating leaders.
This allows for a more accurate assessment of leadership style, decision-making skills, and ability
to work in a team.

e Realistic scenarios: Simulation games can be designed to simulate realistic scenarios that military
leaders may encounter in the field. This allows leaders to practice their decision-making skills in a
safe and controlled environment.

e Active learning: Simulation games offer active learning opportunities that can be more engaging
and effective than traditional training methods. According to ScienceDirect, simulation gaming
opens possibilities for actively learning leadership skills in a simulated business environment.

e Cost-effective: Simulation games can be a cost-effective way to train military leaders. According to
Austin Visuals, simulators are used to increase team cooperation and learn combat skills, and they
can be used to train soldiers for various purposes.

e Immediate feedback: Simulation games can provide immediate feedback to leaders, allowing them
to adjust their leadership style and decision-making skills in real time.

Overall, simulation games offer a unique and effective way to measure leadership style in the military. By
providing a controlled environment, realistic scenarios, and active learning opportunities, simulation games
can help military leaders develop their skills and improve their effectiveness.

2.3.3. The key challenges of using simulation games to measure leadership style in the military.

Using simulation games to measure leadership style in the military can also present some challenges. Here
are some of the key challenges:
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e Limited realism: Although simulation games can provide a controlled environment, they may not
always be realistic enough to accurately measure leadership style. According to Flow Leadership,
the level of realism in a simulation game can vary, and more complex and realistic systems produce
a more realistic experience for the user.

e Limited scope: Simulation games may not be able to capture all aspects of leadership style.
According to a study by Georgia Southern University, leadership style is a complex construct that
includes multiple dimensions, such as transformational leadership, transactional leadership, and
laissez-faire leadership. Simulation games may not be able to capture all these dimensions.

e Limited feedback: Simulation games may not provide enough feedback to leaders to help them
improve their leadership style. According to ScienceDirect, feedback is an essential component of
leadership development, and simulation games may not provide enough feedback to be effective.

e Limited generalizability: Simulation games may not be generalizable to real-world situations.
According to a study by the University of Northern lowa, the mechanism employed to measure
achievement through computer-simulation game training was participants' opinions on leadership
styles. This may not be an accurate reflection of leadership style in real-world situations.

e Limited accessibility: Simulation games may not be accessible to all military personnel. According
to Sandia National Laboratories, the Adaptive Thinking and Leadership simulation game is built on
the Army Game platform, which may not be available to all military personnel.

Overall, simulation games offer a unique and effective way to measure leadership style in the military.
However, they also present some challenges, such as limited realism, scope, feedback, generalizability, and
accessibility. By recognizing these challenges, leaders can develop more effective methods and tools for
assessing leadership effectiveness.

Simulation board games are used in military personnel and staff recruitment to provide a controlled
environment for evaluating leaders. Here are some key takeaways from the search results: Simulation
board games can be used to train military personnel in tasks that are too dangerous to perform otherwise.
They can also be used to increase team cooperation and learn combat skills. Simulation board games can
be used to evaluate leadership and decision-making abilities in the military. They can provide immediate
feedback to leaders, allowing them to adjust their leadership style and decision-making skills in real-time.
Simulation board games can be used to prepare military personnel for a range of scenarios. They can
simulate realistic challenges that military personnel may face in the field, allowing them to practice their
decision-making skills in a safe and controlled environment. Simulation board games can be used to
assess leadership in times of crisis. They can provide a framework for assessing leadership in times of
crisis that draws on military lessons, organizational experiences, and the power of influence to lessen the
impact of chaos on the people you lead. Simulation board games can be used to improve military
operations. They can be used to train soldiers in teamwork, preparing for an actual war, and more.

According to a RAND Corporation article (Bartels, E. M.), games can be a powerful teaching tool, but not
all games can serve all purposes. Research games are designed to produce specific outcomes, while
educational games are designed to teach specific skills or knowledge. A study published in Annual Reviews
explores the lessons that crisis management theory offers leadership in times of crisis. The study
emphasizes the importance of frameworks and education in preparing leaders for crisis leadership. A study
published in Sage Journals provides a conceptual framework for studying leaders and military conflict. The
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study traces the evolution of research on leaders in international relations and provides a conceptual
framework that can be used to guide future research. A Defense Technical Information Center report
describes the development of a measure of Army leadership climate called the Military Leadership Behavior
Survey. The survey reflects a subjective view of the leader's behavior, which correlates with their actual
behavior and can be dealt with most effectively by educational programs. This paper deals with the
characteristics of the military organization and the complex environment in which it operates, imposing
major demands on the military. The paper discusses the issue of leadership styles in the military
organization. Another study published in Annual Reviews proposes a framework for crisis leadership that
draws on military lessons, organizational psychology, and leadership theory. The study identifies five key
competencies for crisis leadership and reviews four leadership theories that offer insights into crisis
leadership. These studies provide insights into leadership frameworks for times of global conflicts, crises,
and the military. They propose frameworks for assessing leadership in times of crisis, explore the
importance of clear leadership in crises, and discuss the need for research on leadership principles and
best practices applicable to on-scene commanders during a crisis.

Overall, simulation board games offer a unique and effective way to measure leadership style in the military.
Simulation board games can help military leaders develop their skills and improve their effectiveness by
providing a controlled environment, realistic scenarios, and active learning opportunities.

2.4. Trust-building frameworks in military teams

The publication "Trust in Small Military Teams" (Adams, B. D., & Webb, R. D. G.) offers a
comprehensive overview of trust dynamics within small military teams, focusing on how trust is
developed, and maintained, and its implications on team performance. Here are the top three
findings:

e Two forms of trust: The study distinguishes between 'person-based trust' and 'category-
based trust'. Person-based trust develops over time through direct interactions and
experiences, while category-based trust is derived from assumptions about the group or
category to which a person belongs.

e Factors influencing trust: Several factors influence the development of trust in military
teams. These include competence, integrity, shared goals, values, and communication.
The context of the relationship and the demands of the situation significantly affect which
dimension of trust is most salient.

e Implications of trust on team dynamics: Trust significantly impacts team processes and
performance. High levels of trust within a team reduce the need for defensive monitoring
and facilitate better communication, cooperation, and conflict resolution, thereby
enhancing overall team effectiveness and efficiency.

The publication "Army Techniques Publication 6-22.6: Army Team Building” provides an extensive

guide on building and maintaining effective teams in the Army. It emphasizes the importance of
mutual trust, clear communication, and shared goals in team dynamics. Key points include:
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e Team building stages: It outlines three stages of team building - formation, enrichment,
and sustainment, detailing strategies for each phase to foster cohesive and efficient
teams.

e Roles and responsibilities: The document emphasizes the critical roles and responsibilities
of team leaders and members, highlighting the importance of positive team dynamics and
effective leadership.

e Building trust and communication: 1t underscores the significance of trust and effective
communication in team success, offering practical advice on cultivating these elements
within military teams.

Picture 2. Army team building

Army team building is a continuous process of enabling a group of people to reach
their goals and improve their effectiveness through leadership and various exercises,
activities, and techniques. (FM 6-22)

The Army relies on effective teams to perform tasks, achieve objectives, and
accomplish missions. As such, building and maintaining teams (internally and
externally to the organization) is essential to mission command.

Army team building develops effective
teams that -

* Trust each other and predict what each will do.
* Work together to accomplish the mission.
» Execute tasks thoroughly and quickly.
* Meet and exceed the standard.
* Adapt to demanding challenges.
» Learn from experiences and develop pride
in accomplishments.

Leadership
Exercises
Activities

Techniques

Source: Department of the Army. (2015). ATP 6-22.6: Army team building. Headquarters, Department of the Army
This document is a comprehensive resource for Army leaders to understand and implement
effective team-building practices.

Christian Libutti's dissertation, "Trust in High-Performance Teams: How Do U.S. Special Operations
Teams Build and Maintain Trust?" delves analytically into the trust mechanisms within U.S. Special
Operations Forces. It uncovers crucial themes through grounded theory methodology and
interviews with 26 members. Building trust hinges on proficiency, attitude, humility, values, and
motivation. Maintaining it relies on shared hardship, embracing failure, self-discipline, and
resilience. Conversely, trust erodes with the lack of discipline, reliability, motivation, and rising
arrogance. The study also emphasizes cultural factors like transparency, communication, and
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respect, highlighting their role in fostering trust. This research offers a nuanced understanding of
trust's pivotal role in the dynamics and effectiveness of military teams.

Patrick Lencioni's "The Five Dysfunctions of a Team" is a framework that identifies common
obstacles teams face. These dysfunctions are:

e Absence of trust: Lack of vulnerability within the team.

e Fear of conflict: Teams that avoid healthy debates and conflicts.

e Lack of commitment: Absence of clear direction or commitment.

e Avoidance of accountability: Hesitation to call peers on counterproductive behavior.

e [nattention to results: Prioritizing individual needs over team goals.

In the context of military leadership, this framework is beneficial for analyzing team dynamics
and performance. It can help military leaders identify and address issues hindering team
effectiveness, improving operational efficiency and mission success. In a capstone project, this
model can be used to evaluate team processes and develop strategies to enhance teamwork and
leadership within military settings.

In conclusion, cultivating trust within military teams emerges as a fundamental skill for leaders,
crucial in both peaceful and combat situations. Trust is a dynamic, multifaceted characteristic
that serves as a barometer for team effectiveness and task accomplishment. However, trust is
also intricately linked to subjective perceptions and influenced by team members' cultural and
organizational backgrounds. Recognizing and addressing these aspects of trust can significantly
enhance military teams' operational efficiency and success. This understanding is vital for
developing strategies that foster robust team dynamics and leadership, as outlined in the
examined publications and frameworks.

3. Research Question and Hypotheses

The main research question: Can the World of Communities Board Game, as a game-based tool,
effectively develop trust-building skills during leadership training within the military formations of
the Armed Forces of Ukraine?

Hypotheses:

e H1: Using the World of Communities Board Game in leadership training significantly
enhances trust-building skills among members of the Ukrainian Armed Forces.

e H2: Cooperative Simulation Board Games, like the World of Communities, contribute
positively to the understanding and application of trust-building mechanisms in military
leadership.

e H3: The integration of simulation games into leadership training methodologies
effectively supplements traditional training approaches in the Armed Forces of Ukraine,
particularly in developing trust among team members.
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4. Methodology

To test the hypotheses, we will try a combination of the mixed methods:

4.1. Key informant interviews

Key informant interviews were conducted with military representatives involved in leadership
training at various levels. The aim was to understand the context of trust-building mechanisms in
small teams and whether trust-building challenges leadership development (Annex 1).

These interviews explored current practices and challenges in trust-building as part of military
leadership training.

4.2. A/B Testing on Trust-Building in Military Leadership

Date: January 27, 2024

Participants: 24 recruits from the Azov Brigade of the National Guard of Ukraine, including
volunteers without military background. Split randomly into two groups of 12 each.

Purpose: To assess and compare the effectiveness of traditional training and game-based
learning in enhancing trust-building and team-working skills among military personnel.
Objective: To compare traditional trust-building training with the World of Communities
Simulation Game in developing leadership potential in small military groups.

Method:
e Group A (Traditional Training): Interactive training session focusing on various trust-
building tools for military leadership development.
e Group B (Simulation Game): Engagement in the World of Communities Simulation Game.

Schedule:

9:40 AM: Arrival, Registration, Welcome Coffee.

10:10 AM: Opening, Briefing, Division into Groups.

10:30 AM: Start of Interactive Training (Group A) / Simulation Game (Group B).
11:45 AM: Break.

1:00 PM: Post-training Survey, Summary, and Discussion.

1:30 PM: Conclusion and Informal Interaction.

Location: American University Kyiv, Poshtova Square 3.

Collaboration: Organized in partnership with the Humanitarian Support Division (Warrant
Service), Personnel Section, and the 12th Special Purpose Brigade Azov of the National Guard of
Ukraine.
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The event agenda is available under Annex 2.

The A/B testing questionnaire, designed based on Patrick Lencioni's "The Five Dysfunctions of a
Team" concept, was structured to assess trust-building in military leadership training. This
questionnaire focuses on the first dysfunction - lack of trust. The survey, conducted among
recruits of Azov and volunteers without military backgrounds, evaluated openness, vulnerability,
mutual support, constructive discussion, honesty, and trust in intentions.

Participants rated their experiences on these dimensions, providing insights into the
effectiveness of traditional training versus the World of Communities Simulation Game in
developing crucial leadership skills like understanding people, quick situational assessment,
decision-making, internal communication, conflict resolution, and trust-building under critical
conditions.

Responses are scored on a 5-point scale, where 1 means "Strongly disagree" and 5 means
"Strongly agree." Scoring process: Add up the scores for each response. Higher overall scores
indicate a higher level of trust in the team.

The questionnaire and form of the agreement are available under Annex 3-4

4.2.1. Interactive Training (Group A)

Topic: Trust in a combat unit as a key to survival in combat and performance of combat missions
Instructor-trainer: Oleksandr Kosynskyi

Professional bio: Chief Master Sergeant Oleksandr Kosynskyi is a prominent figure in the
Ukrainian Armed Forces, currently serving as the Head of the Sergeant Personnel Management
Office. Born on January 26, 1978, in Rava-Ruska, Lviv region, he has a rich educational
background with master's degrees from Kirovograd State Pedagogical University and the
Interregional Academy of Personnel Management. Kosynskyi's military education includes the
Military College of Sergeant Personnel and advanced leadership courses. He joined the Ukrainian
Armed Forces on December 1, 1998, and has since held various significant roles, including in
special forces and rescue units. His career is marked by participation in peacekeeping missions
and combat operations, showcasing his dedication and versatility. Additionally, Kosynskyi is an
experienced paratrooper diver and has been honored with numerous awards, including those for
service in Sierra Leone and Iraq and for his exceptional leadership and service in the Ukrainian
military. Oleksandr Kosynskyi is responsible for designing, implementing, and evaluating
educational programs on leadership development in the Ukrainian Armed Forces.

The training comprised several modules:
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1. Theoretical Block: Focused on the role of trust in developing leaders of combat units, this
segment provided foundational knowledge and theoretical insights.

2. Interactive Exercise - Group Work: Participants engaged in group activities to apply the
theoretical concepts in practical scenarios.

a. Leadership Qualities Development: The training emphasized the qualities and
characteristics essential for a combat unit leader to gain the team's trust.

b. Team Trust-Building Characteristics: This section delved into the traits and
characteristics that must be cultivated within a combat team to foster mutual
trust.

c. Group (Unit) Evolution Components/Measures: Explored the necessary steps and
activities for developing an atmosphere of mutual trust in Ukraine.

3. Reflection: The final training focused on reflecting on the learnings to reinforce the
concepts and strategies discussed.

4. Feedback: Participants were asked to complete individual questionnaires after the
reflection.

This training is part of the training of sergeants in the Ukrainian Armed Forces.

4.2.2. World of Communities Simulation Game (Group B)

Game Tables: 3 tables.

Participants per table: 4 players.

Conductors: Certified masters of the World of Communities game.

Game Scenario: Investment Leap.

Individual and collective objectives: Players had specific individual and collective goals to
achieve.

Card categories: with a requirement to play at least 3 life circumstances from this list of accidents
during the game.

Roles: Each player was able to act as the mayor to demonstrate his leadership potential to lead
the group.

Gameplay: The main goal was to foster interaction, communication, active listening, decision-
making, and trust-building among players, reach the common goal, and win the game.

Conflict resolution: Conflicts were to be resolved by the group or by a leader.

Timing: The focus was gathering survey data and staying within the program schedule, not
completing the game.

Post-Game Analysis: If the team achieved the scenario's objective and won, discussions were
held to analyze the contributing factors, player qualities, and the role of leadership in the outcome.
Feedback: Participants were asked to fill out individual questionnaires after the discussion.
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5. Data Analysis

Profile of the participants.

The participants in this experiment were recruits who recently applied to join the AZOV brigade,
the National Guard of Ukraine, as a part of Ukraine's Security and Defense Forces. These
individuals came from diverse backgrounds and regions and had not met each other prior to the
exercise, adding spontaneity and unfamiliarity to the group dynamics.

Each participant arrived individually at the railway station and was subsequently transported to
the venue by bus.

The group was characterized by a varied age range, encompassing both young adults and more
mature individuals. Most of them brought different levels of professional experience, either as
employees in various sectors or as students in academic institutions. Notably, only one
participant had prior experience in the military, which presented a unique blend of perspectives
and skills in the group.

To foster diversity in interaction and collaboration, the participants were divided into 2 smaller
groups through a process of random selection. This approach ensured a mix of backgrounds and
experiences within each group, thereby enriching the overall dynamics and potential outcomes of
the exercise.

Picture 4. Study results — Age.

Group A. Age Group B. Age
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Source: Annex 5. Survey results

Picture 4. Study results — Education
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Group A. Education
8

University degree Secondary education Professional and
's, specialist's, school), includi hnical education
master's) incomplete secondary (technical school,

education college)

Source: Annex 5. Survey results

Picture 5. Study results — Recent employment status.

Group A. Recent employment status

| don't work
33,3%

Source: Annex 5. Survey results

Picture 6. Study results — Answers to questions.

Group A. Have you taken any leadership courses?

Source: Annex 5. Survey results

Group A. Have you taken any military leadership courses?

Group B. Education
5

University degree Professional and technical Secondary education
(bachelor's, ialist's, ion | ical school, (schoal), including
master's] college) incomplete secondary
education

Group B. Recent employment status

Student

Group B. Have you taken any leadership courses?

| don't rem...

Group B. Have you taken any military leadership courses?"
I"don't remember

No
83,3%
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Source: Annex 5. Survey results

Picture 7. Study results — Gender.

Group A. Gender Group B. Gender
® Man

Man
91,7%

Source: Annex 5. Survey results

Part 1: Openness and Vulnerability

Q1. I was able to share my weaknesses with other team members freely.

Picture 8. Study results — Question 1.

Group A. Q1 Group B. Q1

Strongly disagree
8,3%

Hard to answer
8,3%

Strongly agree

MUSN! agree
16,7%

o Mostly agree
- 58,3%

Source: Annex 5. Survey results

The comparative analysis of participant responses from the game simulation and training
activities reveals a striking difference in the levels of expressed openness and vulnerability levels.
Notably, a significantly higher proportion of simulation game participants (58.3%) strongly agreed
that they could demonstrate openness and vulnerability, compared to just 16.7% in the training
group. This pronounced disparity suggests that the simulation game's design and dynamics may
have created an environment conducive to vulnerability and open communication more
effectively.

However, it is important to note that when considering the broader spectrum of responses

(beyond 'Strongly agree’), the total percentage of participants who felt able to be vulnerable was
equal in both groups, at 75%. This finding indicates that while the intensity of expressed openness
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and vulnerability may vary, the overall capacity for such interaction is similarly high in both
settings.

This analysis provides valuable insights into the effectiveness of different types of activities in
fostering an atmosphere where individuals feel comfortable being vulnerable. It highlights the
need for a nuanced understanding of how activity design influences participant engagement and
emotional openness, which is crucial for developing effective team-building and training
programs.

Q2. I felt I could be open about my feelings and concerns with others in the team.

Picture 9. Study results — Question 2.

Group A. Q2 Group B. Q2

Hard to answer — Hard to answer

Strongly agree

Partially disagree
. Strongly agree

Mostly agree

Mostly agree

Source: Annex 5. Survey results

The analysis of participant responses from the simulation game reveals a higher degree of
openness in communication about personal feelings and problems compared to the training
group, with 88.3% agreement versus 75% in the latter. This notable difference suggests that the
simulation game environment may have fostered a more conducive atmosphere for emotional
expression and vulnerability among team members. The increased percentage in the simulation
game group could indicate a stronger sense of psychological safety or a more established
rapport, encouraging individuals to share personal concerns more freely. This disparity in the
levels of open communication between the two groups warrants further investigation to
understand the underlying factors contributing to this variance. It raises important questions
about the role of different team-building activities and their impact on the depth of interpersonal
relationships and trust within teams.

3. I trusted that other team members would not use my weaknesses against me.

Picture 10. Study results — Question 3.
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Group A. Q3

Mostly agree
25,0%

Partially disagree
8,3%

Strongly disagree
8,3%

Source: Annex 5. Survey results

Strongly agree
58,3%

Group B. Q3

Hard to answer
16,7%

Strongly agree

41,7%

Partially disagree

Mostly agree
25,0%

The data reveals a notable pattern: exactly 66.6% of participants in both the simulation game and
the training session expressed confidence that other team members did not exploit their
weaknesses. This significant majority suggests a prevailing sense of security and mutual respect
within the teams, indicating that most participants felt their vulnerabilities were not used against
them in team interactions. However, the identical 16.6% dissent in both groups who disagreed
with this sentiment presents an interesting point of contrast. This minority perception indicates
that some participants experienced or perceived a less supportive team environment, where they
felt their weaknesses might be leveraged to their disadvantage. This dichotomy within the
responses is significant as it highlights the diversity of experiences and perceptions within the
teams. It underscores the importance of addressing individual differences in perception and
experience to foster a uniformly supportive and respectful team environment.

Part 2: Mutual support

Q4. My team members responded positively to requests for help or support

Picture 11. Study results — Question 4.

Group A. Q4

Mostly agree
25,0%

Source: Annex 5. Survey results

Strongly agree

Group B. Q4

Hard to answer
8,3%

Mostly agree
16,7%

Strongly agree

Q5. | felt that others in the team supported my ideas and efforts.
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Picture 12. Study results — Question 5.

Group A. Q5 Group B. Q5

Mostly agree Mostly agree
33,3% 33,3%

Strongly agree
66,7%

Source: Annex 5. Survey results

In both groups, the overwhelmingly positive response to requests for help or support suggests a
strong sense of camaraderie and willingness to assist among participants. This tendency could
be attributed to the shared identity and experience of the participants, many of whom are recruits
and volunteers of the Azov unit. Such a common background likely fosters a sense of unity and
mutual understanding, which facilitates cooperative behaviors.

Additionally, both groups' friendly and conflict-free atmosphere further reinforced this trend. This
finding is significant as it highlights the impact of shared identities and a harmonious
environment on the propensity for collaborative support within teams. It suggests that fostering
a sense of belonging and a positive group dynamic can be crucial in enhancing cooperative
interactions among team members.

Part 3: Openness to discussion

Q6. In our team, we could freely discuss mistakes and learn from them without fear of
criticism.

Picture 13. Study results — Question 6.

Group A. Q6 Group B. Q6

Mostly agree
16,7%

Mostly agree
25,0%

Strongly ag...

Source: Annex 5. Survey results
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Q7. Constructive criticism in our team was perceived as an opportunity for development,
not an attack.

Picture 14. Study results — Question 7.

Group A. Q7 Group B. Q7

Mostly agree
25,0%

Mostly agree
33,3%

Strongly agree

Source: Annex 5. Survey results

The instructors' emphasis on the absence of right or wrong answers in these learning activities
appears to have set the stage for a constructive interaction among participants. This approach
likely contributed to the observed willingness of participants to openly discuss mistakes and learn
from them without fear of criticism. The data reflects a high response rate to queries regarding
this aspect of the learning experience, suggesting that the environment fostered by the
instructors successfully encouraged a culture of open communication and continuous learning.
The similarity in responses between both groups further underscores the effectiveness of this
instructional strategy in creating a non-judgmental, collaborative learning atmosphere conducive
to honest dialogue and mutual growth. This finding is significant as it highlights the importance
of instructional approaches in shaping participant engagement and the overall success of the
learning activities.

Part 4: Honesty and transparency
Q8. Team members were always open and honest with each other.

Picture 15. Study results — Question 8.

Group A. Q8 Group B. Q8

Hard to answer - Hardtoanswer .
83% -

8,3%

Mostly agree Mostly agree
B0% 55 0%

25,0%

Strongly agree Strongly agree
66,7% ]

Source: Annex 5. Survey results

28



The data analysis of participant responses from both groups reveals a noteworthy consensus on
the aspects of openness and honesty within team interactions. This widespread agreement on
transparent communication practices among team members indicates a robust underlying trust
framework within the groups. Such a high degree of candor and transparency in communication
is a hallmark of healthy team dynamics and a critical component for effective collaboration and
team efficacy.

Q9. There were no hidden motives in the team.

Picture 16. Study results — Question 9.

Group A. Q9 Group B. Q9

Hard to answer
16,7%

Hard to answer
16,7%

Mostly agree
8,3%
Partially disagree
16,7%
Strongly agree
58,3%

Strongly agree Mostly agree
75,0% 8,3%

Source: Annex 5. Survey results

In the simulation game group, the design strategically placed participants in scenarios where their
personal interests were potentially at odds with the team's goals. This facet of the game was
deliberately structured to expose players to the complexities of concealed, individual agendas in
a collaborative environment, offering a realistic and nuanced challenge in balancing conflicting
interests. This might explain why 16.6% of participants in this group identified the presence of
these competing interests, a dynamic absent in the other group where direct competition between
participants was not a feature of the activity. This contrast underscores the game's effectiveness
in simulating real-world team interactions and the inherent complexities of aligning individual and
collective objectives.

Part 5: Trust in intent
Q10. I am confident that my colleagues acted with positive intentions.

Picture 17. Study results — Question 10.
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Group A. Q10 Group B. Q10

Mostly agree o
8,3%
Hard to answer
83%

Mostly agree
16,7%

83,3%

Source: Annex 5. Survey results

Q11. I believe that everyone in the team wanted to achieve joint success, not just personal
gain.

Picture 18. Study results — Question 11.

Group A. Q11 Group B.Q 11

Hard to answer
8,3%

Mostly agree
33,3%

Mostly agree
25,0%

Strongly agree
66,7%

Strongly agree
66,7%

Source: Annex 5. Survey results

The analysis of participant feedback from both activities reveals a remarkable level of consensus,
with almost all participants acknowledging that each team member showed commitment to both
their personal goals and the group's collective interests. This near-unanimous perception of
shared dedication is a crucial finding, as it highlights a pervasive sense of unity and collaboration
within the teams.

This strong sense of collective purpose among team members is particularly significant in the
context of team dynamics and effectiveness. The alignment of individual goals with group
objectives suggests high cohesion and cooperative spirit, essential elements for successful team
performance.

Furthermore, this shared dedication likely facilitates smoother collaboration, as team members
are perceived to work towards common ends, thereby minimizing potential conflicts of interest.

This insight is valuable for understanding the factors contributing to effective team functioning.
It emphasizes the importance of ensuring that team members are focused on their personal
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objectives and attuned to and invested in the team's overall goals. Such a balance between
individual and collective interests indicates a healthy, productive team environment, which is
crucial for achieving success in collaborative endeavors.

Q12. | found people in the team with whom | am unafraid to go on a combat mission.

Picture 19. Study results — Question 12.

Group A. Q12 Group B. Q12

Hard to answer Hard to answer

Mostly agree

Mostly agree

Strongly agree

Strongly agree

Source: Annex 5. Survey results

Engaging in a combat mission is inherently fraught with substantial risks, and the presence of a
dependable comrade or colleague plays a pivotal role in ameliorating these hazards. What stands
out significantly is that, even though a considerable number of participants had their first
encounter with their team members during these activities, a prevailing sentiment of profound
trust exists in their fellow team members. This observation implies that the dynamics within the
teams facilitated an expedited establishment of trust, a pivotal component crucial for the
triumphant execution of high-stakes missions.

This insight is noteworthy as it underscores the agility of trust development within teams, even
when individuals have little prior acquaintance. It underscores the adaptability and effectiveness
of team-building processes in rapidly cultivating trust, reinforcing trust's significance as an
enabler of successful mission outcomes. This understanding can be instrumental for military
training and operational planning, emphasizing the importance of fostering trust-building
mechanisms within teams to enhance their readiness for high-risk assignments.

The formula for calculating trust based on Patrick Lencioni's "The Five Dysfunctions of a Team"
concept.
Number of participants in each group (P): 12
Number of questions (Q): 12
Scoring system for each question, where:
e ‘Strongly agree’: 5 points
e ‘Mostly agree’: 4 points
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e ‘Hard to answer’: 3 points
e ‘Mostly disagree’: 2 points
e ‘Strongly disagree’: 1 point

Given these parameters, the maximum score for each question per participant is 5 (for 'Strongly
agree'). Therefore, the maximum score per participant for all questions is 5 points/question x 12
questions = 60 points. Since there are 12 participants, the maximum total score for the group is
60 points/participant x 12 participants = 720 points, as stated. To calculate the trust score, we
would first need to sum up all the points earned by all participants for all questions. Let's denote
this total sum of points as S1 for Group A and S2 for Group B.

The formula for the trust score (T) for each group as a percentage of the maximum score would
then be:

e For Group A: T1= (S1/Maximum Total Score) x 100

e For Group B: T1=(S2/Maximum Total Score) x 100

Substituting the maximum total score (720) into the formula, we get:
T1=(644/720) x100

T2=(645/720) x100

Total trust score in Group A: 89,44%

Total trust score in Group B: 89,58%

Annex 5. Survey results

Top 10 skills expected by participants from a leader to build trust in a team after learning
activities (1 most important, 10 the least important):

Group A

Motivating and inspiring others

Quickly assess the situation

Establish internal communication and be able to listen
Create a positive moral and psychological climate in the team
Involve the team in decision-making

Resolving conflict situations

Make decisions and delegate

Understand people find an approach to everyone.

. Admit mistakes, learn, adapt

0. Think creatively, inventively, and out of the box.

20V ONo kWD

Group B
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Understand people and find an approach to everyone.

Quickly assess the situation

Establish internal communication and be able to listen.

Make decisions and delegate

Motivating and inspiring others

Resolving conflict situations

Admit mistakes, learn, adapt

Think creatively, inventively, and out of the box.

Create a positive moral and psychological climate in the team
0 Involve the team in decision-making
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6. Key Findings

6.1 Effectiveness of games as a tool of trust-building in small military teams

The key finding from the experiment is that game-based training in the military context can be as
effective as training conducted by super-professionals, who are often limited in number. This
discovery highlights the potential of games as a scalable and versatile tool for trust and
leadership training within military systems. By integrating games into training programs, the
military can benefit from a more accessible, engaging, and adaptable training method, capable of
simulating complex scenarios and fostering critical skills like team dynamics, communication,
and decision-making under pressure. This approach addresses the challenge of limited expert
availability and enhances training effectiveness through interactive and immersive learning
experiences.

6.2. Assessment of trust dynamics in small military teams

The research involving interviews with military personnel and trainers responsible for educating
these individuals reveals a notable gap in the practice of quantitatively measuring various
elements of trust within small teams in military settings. These interviews indicate a prevailing
consensus among military instructors that trust predominantly results from prolonged
interpersonal interactions within these units.

This finding underscores the inherent complexity of developing trust in military contexts. The
instructors highlight the challenges associated with rapidly cultivating trust, suggesting that it is
a gradual process, evolving through sustained engagements and shared experiences among
team members. This perspective aligns with the understanding that trust is not an instantaneous
outcome, but a slowly maturing dynamic fostered through continuous and consistent
interactions.

The absence of systematic measurement tools or methodologies to assess different facets of
trust within small military teams indicates a potential area for further investigation and
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development. This gap highlights the need for more structured approaches to understand and
quantify trust levels in military formations, which could be critical in enhancing team cohesion,
operational efficiency, and overall mission effectiveness.

6.3. Training trust-building mechanisms in military organizations

Initial onboarding stages for soldiers in combat units predominantly focus on developing
technical skills. These skills, essential for basic operational competence, include handling
equipment, tactical maneuvers, and other fundamental military procedures. The emphasis is
heavily skewed towards these hard skills, which are deemed immediately necessary for the
practical demands of military service. In contrast, the development of soft skills, particularly those
enhancing teamwork and interpersonal effectiveness, is not given the same level of priority in the
early training phases. These skills, which are vital for building trust among team members, are
typically deferred to later stages of military training. It was specifically noted that such training in
trust-building and other soft skills is introduced during specialized programs designed for
sergeants and other higher-ranking personnel. This approach suggests a hierarchical structure in
the skill development process, where the cultivation of trust and other soft skills is reserved for
those who progress to leadership roles. The implication of this finding is significant, as it points
to a potential delay in fostering a trust-based environment among recruits, which could impact
team dynamics and overall unit efficacy.

6.4. Perspectives of Innovative approaches to trust-building in military organizations

The finding from the analysis reveals that the Azov Brigade, operating under the National Guard
of Ukraine, exhibits a notably progressive stance towards adopting innovative methods in its
training regimen. This inclination towards modernization, especially compared to the Ministry of
Defence (MoD) of Ukraine, highlights a significant shift in the approach to military training within
different branches of the Ukrainian armed forces. While the MoD has shown readiness to support
and facilitate the implementation of game-based methodologies in the L1-L5 military training
system, the Azov Brigade appears more actively engaged in exploring these avant-garde
techniques. This proactive attitude of the Azov Brigade towards innovation is particularly evident
in their consideration of piloting a process for empirically measuring trust among soldiers at
various stages of their military journey.

Azov's reputation allows it to constantly flow volunteers as recruits. This may mean that the level
of trust in this institution is quite high, and the mechanisms of trust building within this institution
are functioning well. The educational military program by the Azov Brigade is comprehensive,
encompassing various phases of a soldier's career, from the initial recruitment and selection
process in training centers to more advanced, specialized exercises. This initiative reflects a deep
understanding of the critical role of trust in military effectiveness and the need for its continual
assessment and development. By experimenting with measuring trust, the Azov Brigade will be
able to integrate a more systematic and data-driven approach into their training framework. This
method could potentially provide valuable insights into how trust evolves and is influenced by
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different training stages and experiences. Implementing such a program represents a pioneering
step in military training, focusing on the development of tactical and operational competencies
and the psychological and interpersonal aspects crucial in high-stress, high-stakes environments.

7. Limitations

Sample size and diversity: The study's conclusions are based on a group of recruits within the
Ukrainian Armed Forces. This limited scope may not capture the full range of experiences and
perspectives present in different military units or other armed forces.

Methodological constraints: The reliance on the World of Communities Board Game and
interactive training as the tools for trust-building may not fully represent other effective methods
or approaches available in military education. Additionally, the subjective nature of self-reported
data from participants can introduce biases.

Cultural and organizational contexts: The findings are deeply rooted in the specific cultural and
organizational context. Therefore, the transferability of the results to other military organizations,
especially those with different cultural backgrounds or organizational structures, may be limited.

Temporal limitations: The research was conducted from November 2023 to January 2024, which
may not account for long-term effects or changes in military dynamics.

Scope of research: The focus on trust-building in a military context does not encompass all
leadership and team dynamics aspects. Other factors critical to military effectiveness may not
have been fully explored.

Suggestions for future research.

8. Recommendations

Based on the study's findings, here are specific recommendations that might improve not only
AFU and Ukraine's perspective on ongoing war but may contribute to the creation of synergy
among stakeholders in designing effective management and leadership programs:

1. Ukrainian Armed Forces & Brigades like Azov:

e Tailored training programs: Integrate board games that focus on strategic thinking and
trust-building into pilot regular training routines, reflecting real-life combat scenarios and
decision-making processes.

e Team analysis post-game: Conduct debriefing sessions post-gaming to analyze team
dynamics, decision-making, and trust levels, using insights to inform future training.

e Instructor training for game facilitation: Train instructors in effectively facilitating board
games, focusing on enhancing team communication and trust-building.
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2. American University Kyiv:

Course development on interactive training methods: Develop courses focusing on
innovative training methods, including simulation games, emphasizing their role in
enhancing leadership and team dynamics.

Joint research programs: Collaborate with military institutions for research on the
effectiveness of simulation games in military training and leadership development.

3. Simulation board game developers:

Custom military scenarios in games: Design games with scenarios tailored to military
contexts, focusing on real-world challenges military personnel face.

The feedback loop from military users: Establish a continuous feedback mechanism with
military users to refine and adapt games based on real-time input and evolving training
needs.

4. Researchers Community:

Comparative studies on training effectiveness: Undertake comparative studies to
evaluate the effectiveness of simulation games versus traditional training methods in
military contexts.

Longitudinal impact research: Conduct long-term studies to assess the sustained impact
of simulation games on team dynamics, trust, and decision-making skills in military
settings.

Cross-cultural studies: Research the effectiveness of simulation games in different
cultural contexts within military training, exploring universal and culture-specific
elements.

Incorporating these recommendations into the training and development programs of the Ukrainian Armed
Forces, American University Kyiv, simulation game developers, and the research community can lead to
significantimprovements in leadership, team dynamics, and trust-building in the context of military training.
These advancements have the potential to not only enhance the perspectives on ongoing warfare but also
contribute to the overall effectiveness of military personnel and their preparedness for the challenges they
may face, especially during close integration with NATO structures.
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Appendices

Annex 1. Key informants

1.

Dmytro Krylov, Colonel (Reserve), AUK/ASU student, Team Lead of PROTECT2 project of
International Technical Assistance to Ministry of Defense and the Armed Forces if Ukraine
Oleksandr Kosynskyi, Chief Master Sergeant, Ministry of Defense.

Petro Koshukov, Project Manager, Ministry of Defense of Ukraine with experience in the
Russian-Ukrainian War of 2022-2023.

Representative from the Security Service of Ukraine with experience in the Russian-
Ukrainian War of 2022-2023.

Taras Kuts, Junior Sergeant of the Armed Forces of Ukraine.

Viktor Bishchuk, Veteran of the Armed Forces of Ukraine with experience in the Russian-
Ukrainian War of 2022-2023.

Vladyslav Dutchak, Junior Lieutenant, 12th Special Purpose Brigade Azov of the National
Guard of Ukraine.

Volodymyr Vernyhora, senior soldier, personnel section, humanitarian support
department, 12th Special Forces Brigade of the Azov of the National Guard of Ukraine.
Yurii Vinnikov, combat of the Armed Forces of Ukraine.
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Annex 2. Agenda of A/B testing event

IHCTpyMeHTH aKcenepauiiHoi po36yaoBu AOBipU B Manux rpynax ik CKaafoBa pPO3BUTKY JifepcbKoro
noTeHuiany y BiiCbKOBUX

3aBpaHHA 3axopy:
e Po3rnsiHyTv pi3Hi iHCTPyMeHTU NOGYA0BM AOBIPM B Manux rpynax sik YaCTUHY PO3BUTKY NifepCbKOro
noTeHLiany BiiCbKOBOCNY>X60BLiB BifMOBIAHO A0 LOKTPUHU 3 PO3BUTKY Nigepcta 3CY
e [loTpeHyBaTK HaBUYKMN POBOTU B KOMaHAI
o 3aMipsaTu epeKTMBHICTb pidHMX HOpM HaBYaHHS

Data: 27 rpygHa 2023 poky

®dopmar:

Ipyna A: iHTepaKTMBHMI TPEHIHT (80 15 y4acHuKiB)
Ipyna b: CumynsauiitHa rpa (go 15 y4acHukiB)

Micue: NowToBa nnowa 3, American University Kyiv

Mporpama

Yac LLlo Big6yBaeTbcs

9:40 MpunbyTTs yyacHukiB. PeecTpauis. BiTanbHa kaBa

10:10 BigkpuTTa. IHCTpykTax. MNoain Ha rpynu
'pyna A IHTepakTUBHWUIA TPEHIHI pyna b CumynsuiviHa rpa “CsiT F'pomag”

10:30 IHTEpPaKTUBHUIN TPEHIHT CumMmynsauinHa rpa

11:45 MepepBa MepepBa

12:00 IHTepaKTUBHWUI TPEHIHT CumynsuinHa rpa

13:00: MMicnaHaBYanbHe aHKeTyBaHHA. MicnaHaByanbHe aHKeTYBaHHS.
Niacymkn. O6roBopeHHs MNiacymkn. O6roBopeHHs

13:30 3aBepLueHHA. HedopManbHe chinkyBaHHSA

3axig BigbyBaeTbecs y cniBnpayi 3 BiggineHHAM rymaditTapHoro 3a6eaneyeHHs (XopyHxxa Cnyx6a), Cekuil no
poboTi 3 ocoboBuM ckaafomM Ta Ipynu KomnaekTyBaHHs 12-I 6puragu creyiaibHOro MpU3Ha4YeHHs
HavioHanbHoi MBapail YkpaiHn "A30B".

KoHTakTHa oco6a: Tapac Tumuyk, maricTp Global Management, taras.tymchuk@auk.edu.ua,
+38 067 448 09 12 https://tarastymchuk.work/welcome/
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Annex 3. Form of participant's consent to participate in the study

dopma 3roamn yyacHUKa Ha y4acTb Y AOCHiDKEHHI

Table 2. Form of participant's consent to participate in the study

YYacHUK NOBUHEH 3aMOBHUTU BECb Lieil apKyLl

byab nacka, nocTaBTe raJoyuKy y
BignoBigHoMy noni

TAK.

HI

Yy oTpMManu BU NOSICHEHHS LLLOA0 AOC/IAKEHHSA

Yy Manu BU MOXX/IMBICTb NOCTAaBUTU 3aNUTaHHS Ta O6FOBOPVITVI ue pocnigKeHHA?

Yu oTpumanu Bu 3ap,0BiNbHi BignoBigi Ha BCi CBOI 3anUTaHHA?

Yu po3ymieTe BY, L0 Balla yHacTb y LibOMY AOCAIf)KEHHi € 06pOBiNbHOIO?

Yu posymieTe BM, W0 MOXKeTe BifMOBUTUCA Bif y4yacTi B LbOMYy AOCNIAXKEHHI B
6yAb-aKui Yac 6e3 NOSICHEHHS MPUYNH?

Yu po3ymieTe By, L0 Ballie iM'A He 6ye 3railyBaTUCSA B YKOAHOMY 3BiTi LLL0A0 LibOro
pocnig)xeHHa?

Yu posymiete BW, wWwo Bcs iHpopmauin, 3i6paHa npo Bac nig 4Yac Lboro
AochnifyKeHHs, 6yae cyBopo KoHpiaeHUiliHo?

Yu 3rofHi BM B3ITU y4YacTb Y LibOMY AOCHiAXKeHHi 3apa3?

Mignuc yyacHuKa focnipyKeHHs:

[aTa i Micue npoBeAeHHs:

Mignuc pocnigHuka:

[ara i Micuie npoBegeHHs:
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Annex 4. A/B Questionnaire

IHCTpyMeHTH akcenepauiiiHoi po36yA0BM [0BipM B Manux rpynax ik CK/1agoBa po3BUTKY

nifAepcbKoro noTeHLjiany y BinCbKOBMUX

Hara:
Micue:
Baw BiKk:

Balu ocBiTHil piBeHb:

a. cepepHs ocBiTa (LUKOMa), TOMY UMC/Ii He3aKiHUeHa cepefiHs OCBiTa
b. npodeciiiHo-TexHiuHa ocBiTa (TEXHIKYM, yuunuuie)
c. BMLL,A OCBiTa (6akanaBp, cnewjianicT, maricTp)
d. HayKOBMIA CTYNiHb (KaHAMAAT/[OKTOp HaykK, PhD)
Bawa ctatb
a. XiHoua
b Yonogiva
c. Bonito He BKa3yBaTu
d IHwWe

Balu HepfaBHil cTaTyc 3alHATOCTi

a. HaliMaHuii NpawiBHUK
b. nignpuemeLlb, BNacHUK CBOET cripaBun
c. CTyAEeHT
d. neHcioHep (3a BikoM, iHBanigHicTIO)
e. He npawoto
f. BiAnycTKa no gornsgy 3a AUTUHOIO
g. He Xouy BignosigaTu
h. iHWwe
Yu npoxoaunu Bu cnewianizoBaHi Kypcu 3 nigepcrTea
a. Tak
b. Hi
c. B>ke He nam’ATalo
Yu npoxoaunu BM paHilue cnewjianizoBaHi Kypcu 3 BiliCbKOBOro NifiepcTaa
1. Tak
2. Hi
3. B)xe He nam'aTalo06epiTb 04NH 3 BapiaHTIB, BigNoBigaloYu Ha KOXXeH MUTaHHs

YacTtuHa 1: BigKpuTicTb Ta Bpa3nuBeicTb

1. l 3mir/3amorna BinbHO NOAINNTUCA CBOIMM CNAabKOCTAMM Ta NOMUIKaAMM 3 iHLLMMM YieHaMN KOMaHAU

1. MoeHicTio HE 3rogeH/Ha

2. YacTtkoBo HE 3rogeH/Ha

3. CKnagHo BignoBicTu

4. MepeBa)kHO 3rofieH/Ha

5. MoBHicTio 3rogeH/Ha

2. fl BiguyBaB/na, w0 MoXy 6yTH BifBepTUM/OI0 NPO CBOI NOYYTTS Ta XBU/IIOBAHHS Nepep, iHWMMU B KOMaHA|

1. MoeHicTio HE 3rogeH/Ha

2. YacTtkoBo HE 3rogeH/Ha

3. CKnagHo BignoBicTu

4. MepeBa)kHO 3rofieH/Ha
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MoBHicTiO

3. fl poBipaB/Na, WO iHLWIi Y1eHn KOMaHAKN He BUKOPUCTAaIOTb MOT C/TAbKOCTi NPOTH MeHe

1.

U

MoeHicTio HE 3rogeH/Ha
YactkoBo HE 3ropeH/Ha
CKnagHo BignoBicTu
MepeBa)kHO 3rofieH/Ha
MoBHicTio 3rogeH/Ha

YacTuHa 2: B3aeMHa nigTpuMKa

4. YneHn Mo€T KOMaHAU NO3UTUBHO pearyBasin Ha 3anuTy NPo J0MOMOrY YM MiATPUMKY

1.

as0ON

MoeHicTio HE 3rogeH/Ha
YactkoBo HE 3ropeH/Ha
CKnagHo BignoBicTu
MepeBa)<HO 3rofieH/Ha
MoeHicTio 3ropeH/

5. fl BiguyBaB/na, W0 iHWi B KOMaHAi NiATPMMYIOTb MO igel Ta 3ycunns.

1.

as0ON

MoeHicTio HE 3rogeH/Ha
YactkoBo HE 3ropeH/Ha
CKnagHo BignoBicTu
MepeBa)kHO 3rofieH/Ha
MoBHicTio 3ropgeH/Ha

YacTtuHa 3: BiakpuTicTb [0 06roBopeHHs

6. Y Hawiil KOMaHAi MOXXHa 6Y”N0 BifIbHO 06roBOpPIOBaTH MOMWJIKM Ta HABYATUCA Ha HUX, He 60AYNC KPUTUKK
1.

N

5.

7. KOHCTpYKTUBHA KPUTUKa Y Hallili KOMaHAi cnpuiimanacs ik MOXJIMBICTb 151 PO3BUTKY, a He fIK Hanap,
1.

o 0N

MoeHicTio HE 3rogeH/Ha
Yactkoeo HE 3ropeH/Ha
CKnagHo BignoBicTn
MepeBa)HO 3rofieH/Ha
MoBHicTIO 3roaeH/Ha

MoeHicTio HE 3ropeH/Ha
YacTtkoso HE 3rofeH/Ha
CKnagHo BignoBicTu
MepeBa)kHO 3rofieH/Ha
MoBHicTIO 3rofeH/Ha

YacTtuHa 4: YecHicTb Ta Npo30picTb

8. YUneHu KOMaHAM 3aBXXAK Gynu BigBepTi Ta YECHi OAUH 3 OAHUM

1.
2.
3.
4.
5.

MoeHicTio HE 3ropeH/Ha
YacTtkoBo HE 3rofeH/Ha
CKnagHo BignoBicTu
MepeBa)kHO 3rofieH/Ha
MoBHicTIO 3rofeH/Ha

9. Y KOMaHpi He iCHyBaJIo NPUXOBaHUX MOTUBIB

1.

LU

MoeHicTio HE 3ropeH/Ha
YacTtkoBo HE 3rogeH/Ha
CKnagHo BignoBicTu
MepeBa)kHO 3rofieH/Ha
MoBHicTio 3rogeH/Ha

3rofeH/Ha
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YacTtuHa 5: [loBipa fo HaMmipiB
10. fl BNeBHeHWiA/a, W0 Koneru Aisnm 3 No3sMTUBHUMMU HaMipamu
1. MoeHicTio HE 3rogeH/Ha
YactkoBo HE 3ropeH/Ha
CKnagHo BignoBicTu
MepeBa)KHO 3rofieH/Ha
. MoBHicTio 3rogeH/Ha
11. fl BipIO, LLLO KOXXEH Y KOMaHA( XOTiB JOCAITHU CMiJIbHOTO YCMiXy, a He JIULLE NepCOHaNIbHOI BUrOAM.

oA N

1. MoeHicTio HE 3rogeH/Ha
2. YactkoBo HE 3ropeH/Ha
3. CKnagHo BignoBicTu
4. MepeBa)kHO 3rofeH/Ha
5. MoBHicTIO 3roaeH/H

12. fl 3HalLWOB B KOMaHAj NloAein, 3 AKUMU He CTPALLHO MiTU B PO3BigKy
1. MoeHicTio HE 3rogeH/Ha
2. YactkoBo HE 3ropeH/Ha
3. CKnagHo BignoBicTu
4. MepeBa)kHO 3rofeH/Ha
5. MoBHicTio 3rogeH/Ha

YactuHa 6. OuiHKa BMiHHA nigepa WBUAKO 6yayBaTU AO0Bipy B KOMaHAi B ymMoBax

06Me)XKeHMX YaCoOBUX pecypciB:
3a pe3ynbTaTamMM HaBYa/bHOI cecii, NpiopuTeTU3yiiTe Lii HAaBUYKMK, AKIi HEObGXiAHI ANna po36ypoBU AOBIpU Yy KOMaHA]
KO>XHOMY BilicbkoBOMY nligepy (1 - Lie HalKPUTUYHILLa HaBWYKa, 10 - HaliMeHLL Ba)XNUBa)
Pos6upaTtuca B ntogsax, 3HaXoAUTU [0 KOXHOMO Miaxig,
OuiHioBaTKM WBNAKO CUTyaLito
MpuiiMaTy pilleHHs i generysaTu
Hanaroa)xyBaTu BHYTPILLIHIO KOMYHiKaLito, BMITU cnyxaTu
BupiwyBaTtn KOHOIKTHI cuTyauii
MoTuByBaTU Ta HaZMXaATU iHLINX
CTtBOptoBaTU NO3UTUBHUIN MOPasibHO-NCUXONONIYHUIA KNiMaT B KOMaHAi
TBOpYO, BUHAXIANMBO | HECTAHAAPTHO MUCTTUTH
BusHaBaTu CBOI NOMUIIKKU, BUNTUCS, afanToByBaTUCA
3anyyaTu [0 NPUAHATTSA pilleHb KOMaHAy
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Annex 5. Survey results

Table 3. Survey results

Date: January 27, 2024
Group A
Number of participants: 12

Recent Have you takenany(Have you taken any
employment leadership military leadership

Age Education Gender status courses? courses?

23 University degree Woman Employee No No

30 University degree Man Employee No No

20 University degree Man Student | don't remember |No

28 University degree Man Employee Yes No

27 Professional and technical education Man Employee No No

20 Professional and technical education Man Employee No No

20 Secondary education (school) Man Student Yes Yes

21 Professional and technical education Man Employee Yes No

20 Secondary education (school) Man Employee Yes No

27 Professional and technical education Man Employee No No

20 Professional and technical education Man Employee No No

19 Secondary education (school) Man Student No | don't remember

Q1 Q2 Q@3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12
5 5 5 5 4 5 5 5 5 5 5 4

4 4 1 5 5 5 5 5 4 5 4 5

4 4 4 4 4 4 4 4 3 4 4 3 Total Max Score Trust Rate

Sum 43 46 50 57 56 58 57 55 55 58 56 53 644 720 89,44%
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Group B
Number of participants: 12

Recent Have you taken|Have you taken any
employment |any leadership|military leadership
Age |[Education Gender |status courses? courses?
35 University degree Man Employee No No
36 Secondary education Man Employee No No
40 University degree Man | don't work No No
23 Professional and technical education |Man Employee No No
18 Secondary education (school) Man | don't work No No
25 Secondary education (school) Man Employee Yes Yes
29 University degree Man Employee No No
25 University degree Man Employee No No
23 University degree Man Employee No No
33 Professional and technical education [Man Employee No No
23 University degree Man Idon'twork  |NO No
25 University degree Man | don't work No No
Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12
5 5 5 5 5 5 5 &5 5 5 5 5
4 4 4 5 5 5 5 5 5 5 5 4
5 4 5 5 4 5 5 5 5 5 5 5
5 5 5 5 5 5 5 5 5 5 5 5
5 5 5 4 5 5 4 5 4 5 5 5
5 5 5 5 5 5 5 5 5 5 5 5
2 3 2 5 4 5 4 4 2 5 4 5
5 5 3 5 5 5 5 5 3 5 3 5
5 5 2 4 5 5 5 4 2 3 4 4
3 3 4 3 4 4 5 4 5 5 5 5
4 4 4 5 5 4 4 5 5 5 5 3
2 4 3 5 4 4 4 3 3 4 4 4 Total  Max Score  Trust Rate
Sum 50 52 47 56 56 57 56 55 49 57 55 55 645 720 89,58%
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