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Pezynomamu. B x00i 0ocnioxcenns 006e0eHo, wo egheKmueHe 4acoge pecyiioeants ma OUHAMIKA
NPULHAMMS  PileHb V HAO36UYAUHUX CUMYAYIAX € GadNCIUBUMU CKIA008UMU agiayitinoi Oe3nexu.
30amuicmov Kepysamu yacom, nputMamu wWeuoKi piueHHs ma GU3HaA4amu npiopumemui 3a80aHHs Mac
BUPIULATbHE 3HAYEHHS 8 AGLAYIUHIN IHOYCMPIl, KA NPAYIOE 8 YMOBAX BUCOKO20 CIPECY MA 3AJeHCUMb Gi0
yacy. Teopemuune HAGYAHHA PA30M 3 MPEHYBAHHAMU HA CUMYAAMOPI, MAIOMb BANCUGE 3HAUEHHS 0I5
Ppo38umKy yux nasuuok. llpoananizosani memamuyHi 00CIAIONCEHHS LIIOCMPYIOMb GNIUE YUX HABUUOK HA
be3nexosy ckaado8y OisibHOCHIL.

Bucnosku. Jocnioscenus niokpecnioc 6adiCIuGicims HAGUAHMS, PeSYISMUEH020 Ha2asdy ma
adanmayii 00 HOBUX MEXHON02IL ma nepedosoco 00Cidy, HeOOXIOHICMb NOCMIUHO20 HABYAHHS Ma
PO3GUMKY, 2APAHMYIOUU, WO RIIOMU MONCYMb NpUtiMamu egekmueni piuleHHs ni0 MUCKoM ma
niompumysamu Oe3nexy.
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DOl
Y]K: 004-051:316.613.4
O. Alpatova, S. Alpatov

EMOTIONAL BURNOUT RESEARCH AND
ITS FACTORS IN PROGRAMMERS

Abstract

The article analyzes the concept of emotional burnout, approaches to its study; psychological
features of programmers' activities are considered; the factors causing emotional burnout among
software developers are characterized; such factors of emotional burnout as overstrain at work due to
excessive workload, devaluation of the essence of work, which becomes uninteresting, and emotional
instability were investigated.

The purpose of the article is a theoretical analysis and empirical description of emotional burnout
and its factors in IT specialists.

Methods of analysis of systematization and generalization of theoretical material of modern
scientific sources on the problem of emotional burnout in professional activity. The following methods
were used in the empirical study: Burnout questionnaire by K. Maslach, Test of motivational structure by
F. Herzberg, Methodology of multifactorial personality research by R. Cattell, Methodology "Index of
organizational tension", Questionnaire of self-organization of activity by E. Mandrikova; methods of
mathematical processing: descriptive statistics (arithmetic mean, percentages), Student's T-shaped test,
Pearson's R-correlation test including regression analysis.

The results. It has been established that the main factors of programmer burnout are overstrain at
work due to excessive workload, devaluation of the essence of work, and emotional instability.

Conclusions: The conducted empirical study of the psychological factors of emotional burnout
among programmers made it possible to single out the main organizational, motivational and personal
factors that influence the formation of the burnout syndrome and its individual symptoms. Among the
methods of prevention and correction of emotional burnout, the implementation of a system of providing
psychological assistance in the organization is considered the most effective; training employees in
simple methods of relaxation, distraction, switching attention, autogenic training and meditation;
development of employees' ability to optimally distribute the workload, take rest breaks and realize the
limitations of their own resources. When conducting psychocorrection of symptoms of emotional burnout,
the main focus should be on restoring the normal functioning of the emotional sphere of employees,
normalizing interpersonal relationships and forming a positive attitude towards professional activity and
towards oneself as a specialist.

Keywords: emotional burnout; motivation; organizational tension; self-organization;
programmers.

Introduction. In recent decades, interest in the problem of emotional burnout, mechanisms of its
occurrence and prevention has been growing. Emotionally saturated, intensive professional
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communication, high responsibility among representatives of most professions contributes to the
emergence of fatigue, nervous and mental tension, stress, exhaustion and forms protective reactions that
eventually form the syndrome of emotional burnout.

Emotional burnout is interpreted as a state of physical and emotional exhaustion that occurs as a
result of professional activity, which is accompanied by fatigue and stress.

The term "emotional burnout™ was introduced into scientific circulation by the psychiatrist G.
Freudenberger in 1974 in the work "Staff Burnout” (Freudenberger, 1974:159). He traced and described
the phenomenon of fatigue and demoralization among psychiatric ward employees. And already in the
80s, large-scale studies of this phenomenon began thanks to the works of K. Maslach, S. Jackson, N.
Vodopyanova, V.V. Boyka, E.S. Starchenkova, E. Perlman, B. Hartman and others.

In the International Classification of Diseases (ICD-11), emotional burnout is classified as an
"occupational phenomenon” rather than a disease and is defined as a syndrome "arising from chronic
stress at work, which a person cannot cope with and is characterized by three dimensions: a sense of loss
energy and exhaustion, psychological detachment from work, feelings of negativity or cynicism towards
one's work, as well as reduced professional effectiveness.” (World Health Organization, 2023).

The World Health Organization identifies 3 main symptoms of emotional burnout:

1. exhaustion or fatigue, which cause problems with sleep and concentration, decreased immunity;

2. distance from work (intellectual and emotional) - work situations are evaluated negatively,
sometimes cynically, professional motivation decreases, there is a feeling of isolation from colleagues;

3. decrease in professional efficiency, which causes the experience of one's inability and
incompetence (World Health Organization, 2023).

Christina Maslach is the author of the term "burnout syndrome"”, which she considered as a 3-
component model containing emotional exhaustion, depersonalization and reduction of personal
achievements (Maslach, 2001).

According to K. Maslach's burnout syndrome model, 3 independent symptoms are formed in
specialists. The first symptom - emotional exhaustion - is the result of long-term fatigue (physical and
emotional), constant stress in professional activities and communication with clients or patients. An
important reason for the formation of emotional exhaustion is the lack of resources for restoring one's
condition, which at the time of formation of burnout have already been exhausted.

The second symptom of burnout is depersonalization, which the authors define as manifestations of
cynicism and indifference to both clients and one's own professional activity. Depersonalization causes
deterioration of relations with colleagues, conflicts in communication, deterioration of performance of
professional duties.

Reduction of professional achievements is the third symptom of burnout, which looks like
underestimation of one's own professional achievements, negative assessment of one's performance,
feelings of incompetence, dissatisfaction with work (Maslach, 2017).

Like stress, emotional burnout has 3 dimensions: physiological, affective-cognitive, and behavioral.
At the physiological level, it manifests itself in physical exhaustion, at the affective-cognitive level - in
emotional exhaustion and depersonalization, at the behavioral level - in a decrease in productivity.
According to the stress development model of B. Perlman and E. Hartman, it has 4 stages. (Perlmans &
Hartman, 1982).

At the first stage, there is a discrepancy between the professional activity and the individual
characteristics of the employee. It can be insufficient skills and abilities of a young specialist, or the
inconsistency of professional activity with his expectations or needs. As a result of these contradictions,
tension and stress arise. In the second stage, the individual is aware of and experiences a state of stress,
and its formation largely depends on his assessment of stress factors, his own resources and ability to
cope with difficulties. At the third stage, 3 main groups of reactions to stress are manifested:
physiological, affective-cognitive and behavioral. And actually the fourth stage - the consequences of
stress - is emotional burnout.

Nowadays, there are more and more studies documenting emotional (professional) burnout among
specialists in the "Human-Sign system™ professions, specialists in the field of IT technologies.

The profession of a programmer is constantly changing due to the global technology and
digitization of Ukrainian society, the continuous emergence of new knowledge and the need to form new
skills and abilities in the field of software development. Unlike many other professions, programming
requires constant continuous learning, mastering of innovative approaches and methods in the
professional field, which makes high demands on specialists (Perlman & Hartman, 1982).
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As noted by D.J. Armstrong and co-authors, programmers must keep up with modern knowledge
and the latest technologies, which requires constant updating of already formed skills, mastering new
methods and tools in the field of IT technologies (Armstrong, 2016). For many professionals focused on
achieving success in their professional activities, such continuous learning will cause only positive
motivation and a desire to increase their own awareness and professional competence, but for other
specialists, constant retraining contributes to the development of fatigue and emotional exhaustion (Shih,
2016).

The nature of the activities of IT specialists is also changing: often large projects require the
involvement of a whole team of specialists who not only work with iconic systems, but also must interact
effectively with each other, with customers and intermediaries. There is a problem of developing
communication and management skills to increase the effectiveness of interpersonal communication,
because among programmers there is a significant number of introverted personalities and individualists
who have difficulties in communication.

In addition, there are so-called "toxic relationships" in companies, often provoked by experienced
specialists who are condescending to young professionals, show cynicism and ridicule them for mistakes.
Such an unfriendly attitude can be caused by a lack of personnel and a high demand for specialists in
other companies, due to which they allow themselves to treat their colleagues incorrectly, being sure that
they will not be fired.

Every year, the digitalization of society is growing and the need for specialists in the field of IT
technologies is increasing. During the COVID-19 pandemic, many companies, organizations, and
educational institutions were transferred to a remote form of work, which led to a sharp increase in the
need for software products and technical support staff. Even now, during the war in Ukraine, the demand
for specialists servicing computer equipment, system administrators, and programmers remains high. All
this leads to a shortage of IT specialists in the labor market, which in turn leads to excessive workload in
the field and understaffing.

Also, the work of programmers has its own specifics, which affects the formation of emotional
burnout. Programming is a complex and highly intellectual work that requires concentration and long-
term mental effort. The need to be fully focused on work for a long time contributes to the development
of mental fatigue and a decrease in work efficiency.

Not so long ago, the term "information stress" entered the scientific lexicon - a state of mental
tension due to an excessive amount of information or the complexity of its processing. The peculiarities
of the programmer's professional activity contribute to the formation of information stress more than in
representatives of other professions, because their work consists in constant interaction with a large
amount of information. Software developers process and analyze different codes, technical
documentation, work with different programming languages, which requires a lot of concentration and
quick switching of attention. The work of programmers means sitting for a long time at a computer or
laptop, which causes not only intellectual, but also physical fatigue, and over time - problems with vision,
musculoskeletal system, posture distortion, muscle overstrain, venous insufficiency due to hypodynamia.
Because of this, many companies organize special recreation areas near the workplace equipped with
exercise machines, horizontal bars, or jogging tracks. Even a short break for physical activity improves
the mental state of software developers due to the production of endorphins and helps to increase the
efficiency of activities.

Many specialists in the field of IT do not have a stable work schedule and are involved in projects
from time to time. If there are professional tasks, they can work continuously for weeks, and then have
free time for the next project. If programmers work from home, they experience a deficit in social
connections and interpersonal communication. For office workers, on the contrary, an unfriendly, toxic
atmosphere at work can contribute to job dissatisfaction and tension.

The research of H. Fedoryshyn and Y. Boyarchuk showed that companies need to introduce
certain bonuses and social packages in order to interest employees. So, the main factors in choosing an
organization for programmers are salary, self-development and professional growth, a positive
atmosphere in the team, and working conditions. Extraordinary tasks and a flexible work schedule were
also important (Fedoryshyn & Boyarchuk, 2019).

Among the social package options, programmers value sick pay, sports programs, incentives for
years of work, insurance for relatives, informal meetings, additional vacations more. Bonuses were also
described that attract new employees and keep existing employees. Among them are a flexible work
schedule, recreation areas, learning foreign languages, a gym, advanced training courses, and
consultations with a full-time psychologist.
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So, the features of the professional activity of programmers that can contribute to the development
of emotional burnout syndrome include:

1. the need for continuous training and updating of existing skills and abilities;

2. the need to develop and improve interpersonal communication, which can cause difficulties for
introverted individuals;

3. excessive overload due to shortage of personnel and understaffing;

4. toxic relationships in the team, which can lead to a decrease in motivation for professional
activity and job satisfaction;

5. complex intellectual activity that requires long-term concentration, the urgency of tasks and is
accompanied by the absence of a stable work schedule;

6. constant sitting at the computer, which causes health problems and physical fatigue;

7. constant interaction and processing of a large amount of information, which leads to the
development of information stress.

The analysis of scientific studies of the causes of emotional burnout and the mechanisms of its
development showed that the monotony of work, its tension, emotionally saturated, often negative
communication with clients or colleagues contribute to the emergence of this condition. Insufficient
material reward, underestimation of work by colleagues and management are also among the factors of
emotional burnout.

When analyzing the factors of burnout, according to many researchers, personal and organizational
factors turned out to be the most important. B. Perlman and E. Hartman described the following
determinants of burnout in social professions: personal, role and organizational (Pines & Aronson,
1981:229).

Individual and psychological factors in the formation of emotional burnout are a tendency to
compassion, idealism, dreaminess. The study of emotional burnout in representatives of the "People-to-
people” professions showed that there are a number of personal traits that contribute to its development,
among them anxiety, stress, restraint, indecision, conformity, conservatism, etc. Introverts are more prone
to emotional burnout, so they need to limit communication and stress on the emotional sphere as a whole.

Among the causes of emotional burnout, researchers call organizational factors one of the most
important. So, according to K. Maslach, burnout syndrome develops in response to long-term situations
of professional activity that require significant emotional costs. Among the organizational factors that can
contribute to the development of emotional burnout are poor, strained relationships in the team,
ineffective management, unfair remuneration for work performed, lack of professional growth (both
career and professional development). According to K. Cherniss, it is the management of the organization
that is responsible for the development of emotional burnout among employees, because it depends on the
well-thought-out organization of the workplace, the even distribution of the load on all employees, a fair
system of rewards, etc. Also among the causes of emotional burnout are the feeling of injustice, the
experience of social insecurity, the dependence of specialists on clients (patients) and management.

The relationship between emotional burnout of programmers and loyalty to the organization was
analyzed by E.Chernyakevich In general, loyalty to the organization is influenced by the value and moral
orientations of employees, their career preferences, positive results of their own activities, and support
from management. An inverse relationship between the level of emotional burnout and a positive attitude
to professional activity was established, and as attachment to the organization increases, the level of
exhaustion and depersonalization among employees decreases.

As a result of the correlation analysis E.Chernyakevich established inverse relationships between
indicators of emotional burnout and involvement in activities. Therefore, when emotional burnout is
formed, the level of employee involvement in the field of activity and commitment to the organization
decreases significantly, perseverance in solving problems, inspiration and pride in one's work decreases.
In our opinion, the obtained data can be interpreted in a different way: emotional burnout is formed more
quickly in employees who are less involved in professional activities and have a low level of loyalty to
the organization (Chernyakevich, 2022:2015).

In the study of I.Zabari shows the dependence of programmers' emotional burnout on their value
attitude towards their profession. In the group of programmers who highly value their profession, a high
level of emotional detachment, selective emotional response and experiencing psycho-traumatic
circumstances was diagnosed. According to the author, under the pressure of negative external
circumstances, professionals develop a psychological defense that forces them to seek more comfortable
emotional contacts (friends, family, colleagues) and avoid those persons who cause tension and negative
emotions.
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It has been established that in the phase of exhaustion programmers develop indifference,
alienation and avoidance of unpleasant and conflicting spheres of activity. On the other hand, good
relationships with friends and family, satisfaction with one's material condition, understanding of the
prestige of one's profession and one's authority among colleagues prevent the formation of emotional
burnout. Personal traits that contribute to the formation of emotional burnout among programmers have
also been identified: insecurity, guilt, anxiety, and withdrawal.

Research by O.Muravyova and K.Kozlova showed that programmers have the most pronounced
component of reduction of professional achievements, in contrast to representatives of "helping"
professions, in which emotional exhaustion dominates. Moreover, indicators of emotional burnout do not
depend on age and experience, which is confirmed by correlation analysis.

O.Andryushchenko and E.Bekhtev emphasize the increasing level of stress and burnout among
programmers during remote work in connection with the COVID-19 pandemic. In their opinion, working
from home has its advantages and disadvantages. It is noted that even before the pandemic, some large
organizations implemented various options for remote work, using mainly online communication with
employees. This allows each employee to develop a convenient, flexible work schedule, better
concentration, and comfortable working conditions (Andryushchenko & Bekhteva, 2022).

According to Gallup polls, before the COVID-19 pandemic, the level of emotional burnout among
remote workers was significantly lower than during the pandemic. According to scientists, it is the forced
work at a distance, the complete cessation of face-to-face communication, that forms emotional burnout
in IT specialists. At the same time, specialists with less work experience burn out faster when working
remotely. They experience a feeling of loneliness and isolation from the team, it is difficult for them to
combine household chores with work (Hickman & Wiger, 2020). In addition, when working remotely,
interpersonal relationships between company employees are disrupted: it is difficult to maintain and form
new interpersonal relationships through online communication. The factors of emotional burnout of IT
professionals working remotely include excessive workload, blurring of the border between work and
home, personal and working time, the need to be constantly in touch, and a decrease in free time
(Andryushchenko & Bekhteva, 2022). Also, during the pandemic, the demand for digitization of various
organizations and enterprises that switched to a remote format, including educational institutions,
increased significantly, which increased the need for software products and IT specialists. Next, we will
try to prove these assumptions in the process of empirical research.

Methods and methods of research. An empirical study of the psychological factors of emotional
burnout of programmers was conducted on a sample of 57 programmers, employees of the Elogic
Commerce company, all male, aged 23 to 48 years, average age 29.6 years, experience from 3 to 27
years, average experience 8 years using such psychodiagnostic methods: Burnout questionnaire by K.
Maslach, Test of motivational structure by F. Herzberg, Methodology of multifactorial personality
research by R. Cattell, Methodology "Index of organizational tension" (modification by L.Karamushka,
K.Tereshchenko), Questionnaire of self-organization of activities ( OSD) E. Mandrikova.

Research results. Diagnostics of the level of emotional burnout showed that the burnout syndrome
was formed in 27% of respondents, at an average level - in 50%. The most pronounced scale is the
reduction of professional achievements: its high level is diagnosed in 36% of programmers, the least -
depersonalization or cynicism - only 14% of employees have a high level. Emotional exhaustion at a high
level is expressed in 30% of respondents.

It was found that financial (56%) and social recognition motives (46%) were the most important
among hygiene motives, and 42% of programmers had a high level of team cooperation and a positive
working atmosphere. Among the motivational factors, the most important for programmers were career
growth (46%), the essence of work (40%) and personal success (39%). The "Responsibility" scale is the
least pronounced - a high level was diagnosed only in 26% of programmers, a low level - in 30%.

Diagnostics of the personal traits of programmers established that they are characterized by a high
level of intellectual abilities, self-control, and emotional stability. Quite high indicators of independence,
courage, radicalism and self-esteem were also obtained, which can become an obstacle to collective
cooperation. On the other hand, a low level of such traits as sensitivity and dreaminess indicates the
predominance of practicality, which can contribute to professional activity, but create obstacles in
interpersonal relationships. The analysis of indicators of organizational tension showed that the most
pronounced among programmers is the tension of personnel in "vertical” and "horizontal” interaction
(33% of employees were diagnosed with a high level). In second place, programmers had 2 indicators:
tension regarding the workload and the level of staff awareness, as well as tension regarding changes in
the order of promotion and staff participation in the management of the organization.
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According to the Questionnaire of the self-organization of E.According to Mandrikova, most
programmers are diagnosed with an average and high level of self-organization. Plannedness and
persistence are most pronounced (a high level is diagnosed in 33% and 32%, respectively), but some
respondents received low scores on the above scales: 28% have a low level of planning, 26% have a low
level of persistence, which can significantly complicate their work and hinder the implementation of their
goals tasks Purposefulness and self-organization are expressed at a high level by 30% of programmers, at
a low level by 23% and 21%, respectively.

Discussion. Prerequisites for emotional burnout of programmers, according to scientific research,
are the conditions of their activity (both psychological and organizational) and the specifics of the
profession, which lead to job dissatisfaction, a sense of hopelessness, and psycho-emotional stress.
Unfulfilled motivations for creative self-realization, dissatisfaction with professional activity, insufficient
material reward, etc., can become an important factor in emotional burnout.

Among the prerequisites of emotional burnout of programmers, the motivation of professional
activity occupies an important place, namely, the failure to realize significant motives in the work, which
depend on self-realization, job satisfaction, and the creative direction of specialists.

Scientific works quite often emphasize the importance of professional motivation of programmers
in order to increase their efficiency and success and to reduce staff turnover in the organization.
Researchers and managers agree that highly motivated professionals work better, perform tasks faster and
more efficiently. In addition, it is economically more profitable to retain a highly qualified specialist than
to look for a new one, which requires time and significant resources. Also, the activity of programmers
requires both intellectual mobilization and high internal motivation for the successful creation of a new
product, which shows the importance of motivational factors.

Distinguish material and immaterial motivation, internal and external in the field of IT
technologies. Salary and various bonuses are considered as material motivation (as an example, a
percentage of the organization's profit in addition to salary). Medical insurance, additional days off,
advanced training at the expense of the company, the opportunity to attend conferences and seminars,
flexible work schedule, foreign internship, etc. are indicated as non-material compensation.

The internal motivation of programmers includes such factors as self-development and self-
improvement, the motive for achieving success and self-realization, personal and professional growth.
External motivation are factors that contribute to the success of the professional activity of specialists.
These include career growth, a positive attitude from colleagues and management, recognition of the
authority of a specialist, and a favorable psychological climate in the team.

During the pandemic and hostilities in Ukraine, the presence of a generator in offices, assistance in
organizing the workplace at home, uninterrupted Internet began to be attributed to external motivators.
Also important is the stability of the organization, which does not cut jobs, but tries to keep each
employee and support those who need it in difficult times

According to specialists in the field of IT technologies, in addition to a high salary, an important
motivational factor is the opportunity to constantly learn and develop, a creative approach to tasks, the
significance of the developed product for society and a sense of one's own value as an employee.
Continuous development, recognition of their merits, and a positive psychological climate were important
for beginner programmers. Bad management and negative relations in the organization demotivate. With
an increase in seniority and work experience (middle), the above motivators are joined by the possibility
of career growth, leadership and mentoring. Participation in uninteresting projects and imperfect
management reduce professional motivation. Experienced specialists in the field of IT technologies attach
great importance to the stability of the organization, the social significance of projects, and the
professional planning of the work of the development team. Unrealistic deadlines, ill-conceived or
unstable projects, bad management, low salary demotivate. Employees of all levels highly value feedback
on their activities from management and customers, the opportunity to learn and apply new technologies,
as well as team motivation.

The study of the motives of the professional activity of programmers showed that the motive for
achieving success in the professional sphere is the first, the need for creative activity, the constant
increase in the complexity of tasks, and interesting extraordinary projects are the second. Specialists feel
the need for continuous training and development of professional skills and abilities, seek recognition
from colleagues and society as a whole. Effective communication with management and customers, as
well as with the team of project developers, was ranked third in terms of importance. Programmers note
the importance of effective interaction between developers and customers, they want to clearly
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understand the goals of the project and ways of its further implementation, to receive feedback about the
developed product.

Researchers also emphasize the need for communication as one of the most important motivational
factors in the professional activity of programmers. Communication is considered in both professional
and informal contexts, emphasizing its importance for successful team performance. First, effective
communication facilitates learning and gaining valuable experience from colleagues, which occurs
through informal communication in forums, blogs and groups on the Internet. Such communication helps
to keep track of novelties in the IT sphere, which appear literally every day. Secondly, effective
communication between the customer, management and the development team creates conditions for a
correct understanding of the task, helps to make corrections and identify inadequate solutions in time,
creates an atmosphere of mutual understanding and trust. On the other hand, ineffective and
unprofessional management is one of the most demotivating factors according to programmers. And
thirdly, thanks to effective interpersonal communication with colleagues, the need for friendly relations,
acceptance, feeling of being a part of the team is satisfied, which increases group motivation and
satisfaction with work as a whole.

Among the factors of emotional burnout, inefficient self-organization of professional activities,
which causes problems with time shortage, inability to distinguish priority tasks, set goals, and plan one's
own activities are highlighted.

With effective self-organization, a person directs his thoughts, actions, and resources to achieve
goals and perform tasks efficiently. Self-organization is manifested in activity, effective planning,
purposefulness, ability to make decisions and take responsibility for them, critical evaluation of results. In
addition, high self-organization of activities promotes the flexibility and adaptability of a specialist, helps
to allocate resources and time, which in turn prevents overwork and emotional burnout. Research has
shown a close connection between self-organization and stress resistance, which directly affects an
individual's ability to effectively interact with both his internal resources and the environment.

Therefore, the analysis of the features of the professional activity of programmers and the factors of
their emotional burnout allows us to single out the following factors that play an important role in the
formation of the syndrome of emotional burnout in programmers: organizational, motivational, personal
and operational. Low professional motivation, tension in the organization, personality traits of specialists
that make communication difficult, insufficient self-organization of professional activities, which leads to
the accumulation of urgent matters and stress, will contribute to the formation of emotional
burnoutCorrelation analysis showed significant relationships between emotional burnout and its
symptoms with indicators of organizational tension, which indicates the very important role of the
organization itself and the ability of managers to effectively interact with programmers and provide them
with comfortable working conditions in the formation of burnout syndrome. Also, all indicators of self-
organization of activity, except for the fixation scale, are inversely related to emotional burnout and its
symptoms. It was established that the level of satisfaction of programmers with various motivational
aspects of professional activity is inversely related to emotional burnout. Among the personal traits that
contribute to emotional burnout are introversion (factor A), emotional instability (factor C), tendency to
feel guilty (factor O) and internal tension (factor Q4).

Regression analysis made it possible to establish the main psychological factors of burnout
syndrome and its individual symptoms. Emotional burnout depends on 3 main factors: overstrain at work
due to excessive workload, devaluation of the essence of work, which becomes uninteresting, and
emotional instability. And the most significant contribution to the development of emotional burnout of
programmers is made by excessive workload.

Emotional exhaustion occurs in those programmers who are very overloaded with work tasks,
negatively evaluate the atmosphere in the team, feel strong tension in the organization in which they
work, are emotionally unstable, have a low level of development of self-organization skills of their own
activities, and are constantly worried. We can see that the biggest contributors to emotional exhaustion
are excessive workload and poor team relations.

The main factors in the formation of the symptom of depersonalization in programmers: a decrease
in the importance of the essence of work, suspicion, internal tension and low moral normativity.
Therefore, in the emergence of depersonalization, in addition to the devaluation of work, the personal
traits of programmers play an important role.

In the formation of the reduction of professional achievements, important factors are problems in
career growth, a tendency to self-blame, and the absence or low assessment of one's own personal success
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at work. All these factors contribute to the development of dissatisfaction with oneself as a professional, a
negative assessment of one's competence and productivity.

Organizational, motivational, personal and operational factors play an important role in the
formation of emotional burnout syndrome among programmers. Low professional motivation, tension in
the organization, personality traits of specialists that make communication difficult, insufficient self-
organization of professional activities, which leads to the accumulation of urgent matters and stress, will
contribute to the formation of emotional burnout.

Diagnostics of the level of emotional burnout showed that the burnout syndrome was formed in
27% of respondents, at an average level - in 50%. The most pronounced scale is the reduction of
professional achievements: its high level is diagnosed in 36% of programmers, the least -
depersonalization or cynicism - only 14% of employees have a high level. Emotional exhaustion at a high
level is expressed in 30% of respondents.

With the help of correlation analysis, it was established that emotional burnout develops faster in
programmers who experience strong organizational tension, have low indicators of self-organization of
activities, are dissatisfied with various motivational aspects of professional activity (career growth,
personal success, relationships in the team, funding). Insularity (factor A), emotional instability (factor
C), tendency to feel guilty (factor O) and internal tension (factor Q4) contribute to emotional burnout.

The main psychological factors of the burnout syndrome in programmers are overstrain at work
due to excessive workload, devaluation of the essence of work, which becomes uninteresting, and
emotional instability. And the most significant contribution to the development of emotional burnout of
programmers is made by excessive workload.

Conclusions. Emotional (professional) burnout is interpreted as a state of physical and emotional
exhaustion that occurs as a result of professional activity, which is accompanied by fatigue and stress.
Among the features of the professional activity of programmers, which can contribute to the formation of
burnout syndrome, there are long-term intellectual stress that requires concentration of attention;
excessive overload due to shortage of personnel; the need for continuous training and updating of existing
skills and abilities; urgency of tasks; constant sitting at the computer, which causes health problems and
physical fatigue; processing a large amount of information, which leads to the development of
information stress.

Organizational, motivational, personal and operational factors play an important role in the
formation of emotional burnout syndrome among programmers. Low professional motivation, tension in
the organization, personality traits of specialists that make communication difficult, insufficient self-
organization of professional activities, which leads to the accumulation of urgent matters and stress, will
contribute to the formation of emotional burnout.

Diagnostics of the level of emotional burnout showed that emotional burnout develops faster in
programmers who experience strong organizational tension, have low indicators of self-organization of
activities, are dissatisfied with various motivational aspects of professional activity (career growth,
personal success, team relations, funding).

The main psychological factors of the burnout syndrome in programmers are overstrain at work
due to excessive workload, devaluation of the essence of work, which becomes uninteresting, and
emotional instability. And the most significant contribution to the development of emotional burnout of
programmers is made by excessive workload.
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Annamoesa O.B., Annamoe C.M.
JOCJIIIKEHHS EMOIIMHOTO BUTOPAHHS TA
MOT0 YNHHHUKIB Y TIPOT'PAMICTIB
Pe3zrome

Y cmammi npoananizoeano nowsmms emoyitinoco 6ucopaHHs, NiOXo0u 00 U020 BUBUEHHS,
PO32NAHYMO  NCUXOJIOSTYHI  0COOIUBOCME  OISIbHOCMI  NPOSPAMICIIB, O0XAPAKMEPUI08AHO (HarKmopu
BUHUKHEHHSL eMOYIlIHO20 BU2OPANHA )Y PO3POOHUKIE NPOSPAMHO20 3aOe3nedenus; O00CHiodceHi maxi
YUHHUKU eMOYIUHO20 BUCOPAHHS AK — NEPEeHanpyjiCenHs Ha pobomi uepe3 HAOMIpHE HABAHMANCEHHS,
3HeYiHeHHs CYMHOCMI pobomu, KA CMAae HeYikasow ma eMoyiiHa HecmaoiibHicMb.

Mema cmammi nonseae 8 meopemuyHoOMy AHAII3i Ma eMAIPUYHOMY ONUCI eMOYIUHO20 USOPAHHS
ma tiozo wunHuKig y gaxisyie IT-cghepu.

Memoou ananizy cucmemamusayii ma y3a2albHEHHS MEOPEMUYHO20 MaAmepiany Cy4acHux
HAYKoBUX Odicepenl 3 NpooOaemMu eMOYiliHO20 GU2OPaHHS Yy npogheciiniu OdisnvbHocmi. Y emnipuunomy
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docnidocenni 3acmocosani maxi memoouxu: Onumysanvhux sueopanns K. Macaau, Tecm momusayiinoi
cmpykmypu . Iepybepea, Memoouxa bazamoghaxmoproco docniodicennsi ocooucmocmi P. Kemmenna,
Memoouka «Indexc opeanizayitinoi Hanpysicenocmiy, ORumMy8aibHUK camoopeanizayii OistbHOCmI
E.Manopukoesoi; memoou mamemamuuroi 0OpoOKu: ONUCOBI CMAMUCMUKU (CepeOHE apudmemuune,
giocomku), t-xpumepiti Cmvrodenma, kpumepiu kopensyii v Ilipcona, peepeciiinuti ananis.

Pesynomamu. Bcmanoeéneno, w0 OCHOSHUMU HYUHHUKAMU  BUSOPAHHS  NPOSpaAMicmie €
NnepeHanpydicents Ha pobomi uepe3 HAOMIpHe HABAHMAIICEHHS, 3HeYIHeHHsl CYMHOCmI pobomu ma
emoyitina HecmaobiNbHICMb.

Bucnosku: [Iposederne emnipuune 00CHiONCEHH NCUXOIO2THHUX YUHHUKIE eMOYIUIHO20 SUSOPAHHSL Y
npopamicmis 003604UN0 GUOKDEMUMU OCHOBHI OP2AHI3AYIUHI, MOMUBAYIUHI MA 0COOUCMICHI (hakmopu,
Wo BNAUBAIOMb HA (DOPMYBAHHSA CUHOPOMY BUSOPAHHA ma 1020 okpemux cumnmomie. Ceped memodia
npoQinakmuxu ma Kopekyii eMoyitiHo2o 8UeOpanHs HAlle@eKMuGHIUUMU 86ANCAIOMBCS GNPOBAONCEHHSL
cucmemu HAOAHHA HNCUXOAOSIYHOI OONOMO2U 6 Op2aHi3ayii; HAGYAHHS CHIBPOOIMHUKIE NPOCUM
Memoouxkam penaxcayii, 6i080NIKAHHA, NEPEeKIIOYeHHs Y8asu, AYMO2eHHOMY MPEHYBAHHIO Mda
Meoumayisim, po3GUMOK 6MIHHSL CNIGPOOIMHUKIE ONMUMALbHO PO3NOOLISIMU HAGAHMANCEHHS, PodOUmu
nepepeu Ha GIONOYUHOK ma yceidommosamu oOMediceHicmy eracHux pecypcie. Ilpu npoeedenni
NCUXOKOPEKYIT CUMRINOMIB eMOYITIHO20 BULOPAHHS OCHOBHA Y8a2a MAE OYMuU CNpAMOBAHA HA GIOHOGIEHHS.
HOPMANbHO20 (DYHKYIOHYBAHHS eMOYIUHOL chepu NPAYIGHUKIE, HOPMANIZAYII0  MIdHCOCOOUCTICHUX
CMOCYHKIE Ma (OopMySanHs NO3UMUEHO20 CMAGIeHHS 00 npogecitinol disnbHocmi ma 0o cebe sK
axisysi.

Knrouosi cnoea: emoyitine  GuecopamHs,  MOMUAYis,  OpeaAHi3AYiliHA  HANPYICEHICMDb,
CamoopeaHizayisa,; npocpamicmu.
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PO3BUTOK MY3UYHHUX SI[IBHOCTEﬁ Y I[ITEI71 B YMOBAX 3AKJIAJIIB
NO3AIIKLUIBHOI OCBITH
Pe3rome

Y cmammi posensoaromscs Oeaki acnekmu po3eumKy MY3uyHux 30ibnocmell y Oimei 8 ymMo8ax
noszawikinoroi ocsimu. Ocobausocmi opeanizayii eypmkogoi pobomu 3axiadié NO3AWKIILHOI oceimu,
cneyuhixa KOMYHIKAYii Midic GUXOBAHYAMU MA BUKIAOAYAMU, MidC OimbMu, ocobausocmi momusayii 0o
HABYAHHA € GAJICIUBUMU YUHHUKAMU, WO 6NIUEAIOMb HA NPOYeC PO3GUMKY MY3UUHUX 30i0HOCcmel )
Odimei. Mema 00CniOCeHHA. NPOAHANIZYEAMU HOPMAMUBHY 0A3Y, WO pe2laMeHmye Op2aHizayin
HABYANLHO-BUXOBHO20 NPOYECY 8 MY3UUHUX 2YPIMKAX 3aKAA0I8 NO3AUIKIIbHOT 0CGIMU, GUSHAUUMU OCHOGHI
COYIANbHO-NCUXON02TUHI YUHHUKY PO3GUMKY MY3UYHUX 30i0HOCmell y Oimell 6 YyM08ax HAGUAHHS 6
3aK1a0ax NO3aWKIIbHOI ocgimi. [{nsi UpiuieHHs NOCMABIEHUX 3a680aHb GUKOPUCTNOBYBANIUCL HACHYNHI
Memoou O00CNIONCEHHA: aHaNi3 HAYKOBoi aimepamypu;, aHani3 HOpMamueHoi 0a3u, meopemuuHe
Mooenoeanns, cnocmepedicenns. Pesynemamu: Ha ocnosi 0ocniodcents HOpMamueHo-npasosoi 6asu
CMOCOBHO Op2aHi3ayii HABUAILHO-GUXOBHO20 NPOYECY 8 3aKNA0AX NO3AWKIILHOI OC8ImU, HAGUANLHUX
npocpam MY3UHHUX 2YpmKie, auanizy ocodaugocmel KOMYHIKAyil Midxc GUKIA0auamu ma YYHAMU,
BUZHAYEHO, WO OP2aHI3aAYisl HABYANLHO-BUXOBHO20 NPOYECy 8 YMO08AX 3aKiadié NO3auilKilbHOI oceimu
3a6e3neyyioms ONMUMAIbHI YMOBU O/ PO36UMK)Y MY3UUHUX 30I0HOCMEl OUMUHU.

Bucnosku: posgumox my3uunux 30i6Hocmetl y Oimeti 3a1edxicums 8i0 ocooausocmell opeanizayii
HABYANBHO-BUXOBHO20 NpoYecy & 6a2amonpo@iloHux 3aK1A0ax NO3AWKITbHOI 0C8imu, AKULL MAE c80i
ocobausocmi. Ilpoyec KomyHixayii mixc euxnaoauamu ma V4HAMU € Oinbd GIOKPUMUM | BUKOHYE He
MINLKU HABYANLHY, A U 3HAUHY GUX0BHY @yuKyiio. Ocobausocmi Momusayii 00 HaGYanHA My3uyi y Oimell
6 eypmKax 6azyemuvcs Ha ix inmepeci 00 8UKOHABCHKOI MY3UUHOI QIANTLHOCMI, NO3UMUBHUX CINOCYHKAX 3
OOHONIMKAMU Ma BUKAAOAYAMU | NO3UMUGHO NIOKPINIIOEMbCA SHYUKICIIO HABYANILHO20 Npoyecy 8
YMOBAX NO3AUKIILHOI OCEIMU.
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