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STRUCTURAL-DYNAMIC FEATURES
OF EMOTIONAL INTELLIGENCE OF IT ORGANIZATIONS’ LEADERS
IN THE CONTEXT OF DIGITAL TRANSFORMATION

Objective — to theoretically substantiate and empirically investigate the influence of emotional
intelligence on the managerial effectiveness of IT organization leaders under the conditions of digital
transformation, hybrid employment, and technostress. Relevance of the study is driven by the rapid
spread of remote and hybrid work formats in the [T sector, which are accompanied by increased psycho-
emotional load on employees and managers, growing risks of professional burnout, and decreased
team cohesion. In an environment where technical competencies become basic, soft skills, particularly
emotional intelligence, come to the forefront, ensuring adaptability, stress resistance, and the ability to
communicate effectively in a digital environment. Despite the acknowledged importance of emotional
intelligence in management, there is a lack of comprehensive empirical research devoted to its role
specifically in IT management, taking into account the specifics of hybrid work and technostress.
Scientific novelty lies in the development and empirical verification of a five-component model
of emotional intelligence for IT organization leaders, adapted to the conditions of the digital work
environment, in identifying specific profiles of emotional intelligence depending on management
experience and age; and in quantitatively determining the contribution of individual components
of emotional intelligence (empathy and social skills) to predicting managerial effectiveness. The study
was conducted on a sample of 85 IT organization leaders (mean age 34.2 years, management
experience 6.8 years). A set of psychodiagnostic tools was used: N. Hall’s Emotional Intelligence
Questionnaire, the short version of R. Bar-On's EQ-i 2.0, the Multifactor Leadership Questionnaire
MLQ-5X (to assess leadership effectiveness by indicators of staff motivation, conflict management,
psychological safety, and burnout reduction), and E. Edmondson’s Psychological Safety Scale.
Statistical data processing was carried out using correlation analysis (Pearsons coefficient),
regression analysis, and Student s t-test. The overall level of emotional intelligence of the surveyed
leaders is predominantly average (M = 72.4 points, SD = 11.8). The most developed components
were self-awareness (M = 78.6) and motivation (M = 76.3), while the least developed were empathy
(M = 65.4) and social skills (M = 67.1), indicating a pronounced “technocratic” management profile.
Correlation analysis revealed a statistically significant positive relationship between the overall
level of emotional intelligence and leadership effectiveness (r = 0.62; p < 0.01). The regression
model showed that emotional intelligence explains up to 38 % of the variance in managerial
effectiveness (R? = 0.38; p < 0.001), with the strongest predictors being empathy (p = 0.45) and
social skills (B = 0.41). Using Student s t-test, statistically significant differences in the components

© llina Yu. Yu,, Svitlychna N. 0., 2026 @ ©)
CrarTd NOWMPIOETLCA HA YyMOBax NiLieHsii Bigkputoro goctyny CC BY 4.0

ISSN 2709-3093 (Print), ISSN 2709-8796 (Online)

37



Bueni sanucku THY imeni B. 1. Bepnaacbkoro. Cepis: [cuxonoris

of emotional intelligence depending on management experience and age were found (p < 0.05): more
experienced leaders (over 10 years of experience) demonstrated higher levels of self-regulation
and empathy compared to younger managers. The obtained results allow identifying key problem
areas of emotional intelligence among IT leaders (deficit of empathy in hybrid work, insufficient
self-regulation in stressful situations related to technostress) and substantiate the need for targeted
correctional and developmental programs to improve managerial effectiveness. Practical significance
of the work lies in the possibility of using the obtained data for professional selection, evaluation,
and professional development of managerial personnel in IT companies, as well as for the prevention
of professional burnout in IT teams through the implementation of emotional competence training.

Keywords: emotional intelligence, leadership effectiveness, IT management, hybrid employment,
technostress, psychological safety, professional burnout, managerial activity.

Statement of the problem. The current
development of the IT sector is taking place under
conditions of constant technological change, high
competition for qualified professionals, and the
active spread of hybrid and remote work formats.
Work in IT organizations is associated not only with
intensive intellectual load but also with the need to
quickly adapt to changes, work under conditions of
uncertainty, and maintain effective communication
within teams. This significantly increases the level of
psycho-emotional tension among employees.

According to international research, the IT sector
demonstrates consistently elevated levels of professional
burnout, while chronic stress, emotional overload, and
insufficient psychological support from management
remain among the most common reasons for changing
jobs [1; 2]. Under such conditions, it becomes obvious
that a manager’s orientation solely toward technical
competence or control of productivity indicators is no
longer sufficient to ensure effective team performance.

Aleader’s emotional intelligence (EI) is considered
an integrative system of emotional competencies
that includes the ability to recognize one’s own
emotional states, understand the experiences of
others, and regulate emotional responses according to
the professional situation [3; 4]. This ability largely
determines the quality of communication, team
management style, and decision-making effectiveness
under conditions of high uncertainty.

Modern research shows that the development of
emotional competencies can influence leadership
effectiveness even more than a high level of technical
training or general intellectual abilities [3; 1]. This is
of particular importance for the IT sector, as managers
work in an environment of constant change, high
information load, and the need to coordinate the
interaction of distributed teams.

At the same time, the problem of the influence
of EI on leadership effectiveness specifically in IT
organizations remains insufficiently studied. This
is especially true for conditions of hybrid work, the
spread of technostress, and the active implementation
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of artificial intelligence technologies in professional
activities. In management practice, this manifests
itself in increasing emotional exhaustion of managers,
decreasing levels of psychological safety in teams,
and the complication of interpersonal interaction.

In this regard, the issue of studying the structural
features of emotional competencies of IT leaders, as
well as determining the possibilities for their targeted
development in the system of modern personnel
management of technology companies, becomes
relevant.

Analysis of recent research and publications.
The problem of EI has long remained one of the most
relevant in psychological research on personality and
professional activity. In modern science, the three most
common approaches to understanding the phenomenon
of El are the ability model of J. Mayer, P. Salovey, and
D. Caruso, as well as the mixed models of D. Goleman
and R. Bar-On. R. Bar-On’s model has gained particular
popularity in organizational and managerial practice,
becoming the basis for the EQ-i 2.0 methodology, which
is actively used to assess emotional competencies in a
professional environment [5].

In Ukrainian psychology, the issues of EI
development were considered in the works of
O. L. Bondarchuk, I. V. Oliynyk, O. G. Romanovskyi,
and other researchers who studied its significance for
managerial activity, interpersonal interaction, and
the professional development of leaders [6; 7; 8]. At
the same time, the specifics of the functioning of IT
organizations are insufficiently covered in most studies.

In recent years, foreign scientific sources have seen
research devoted to the features of EI development in
a technological environment. However, the main focus
is primarily on the problems of professional burnout of
IT specialists, team interaction, or the psychological
well-being of employees [3; 1]. The issue of developing
emotional competencies of I'T team leaders, especially
in conditions of hybrid work and high levels of
technostress, has been studied fragmentarily.

Today, the activities of IT leaders are complicated
not only by the high dynamics of change but also by
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the need to coordinate the work of distributed teams,
maintain psychological safety of employees, and adapt
to the active implementation of artificial intelligence
technologies in management processes. In this regard,
the study of which components of EI — empathy,
self-regulation, social skills, or self-awareness — are
most associated with leadership effectiveness in
modern IT organizations becomes particularly relevant.

The problem of leadership as a socio-psychological
phenomenon is traditionally considered within the
framework of trait theories, behavioral and situational
approaches [9]. In modern research, special attention
is paid to transformational, authentic, and adaptive
leadership, since these models are largely associated with
the development of a leader’s emotional competencies
[10]. For the IT environment, where project activities,
employee autonomy, and team interaction prevail,
partnership, democratic, and servant management
styles are considered most effective [11; 13].

Research in 2025-2026 also confirms the
importance of empathy, emotional self-regulation, and
communicative flexibility for maintaining effective
interaction in hybrid teams [1]. At the same time, in
modern psychological science, there are still not enough
empirical works that quantitatively analyze the influence
of individual components of EI on specific indicators of
leadership effectiveness in IT organizations.

Task statement. The aim of this study is to identify
the structural and dynamic features of EI of leaders in
IT organizations, as well as to determine its influence
on key indicators of leadership effectiveness,
including communication quality, staff motivation,
conflict management, the level of psychological
safety in the team, and the prevention of professional
burnout in the context of digital transformation.

The scientific novelty of the study lies in
expanding current understanding of the role of
emotional intelligence in leadership effectiveness
within IT organizations under conditions of
digital transformation. The findings demonstrate
the significance of empathy and social skills as
predictors of effective leadership and reveal age-
and experience-related differences in the structure of
emotional intelligence among IT team leaders.

Outline of the main material of the study. The
study was conducted within the framework of systemic
and subjective approaches, taking into account the
principles of personality development and the unity
of consciousness and activity. A cross-sectional
study design was used, which involved a one-time
measurement of emotional intelligence and leadership
effectiveness indicators, followed by comparative
and correlation analysis.

A set of psychodiagnostic methods was used to
study the features of El and leadership effectiveness:
N. Hall’s Emotional Intelligence Questionnaire
(Ukrainianadaptation), the short versionofthe EQ-12.0
by R. Bar-On [14], the Multifactor Leadership
Questionnaire MLQ-5X [10], and E. Edmondson’s
Psychological Safety Scale [12]. The use of several
methods made it possible to comprehensively assess
both individual emotional components and the
features of leadership interaction in IT teams.

The study involved 85 IT team leaders at various
levels. The sample was formed on the basis of
voluntary participation of respondents. Among
those surveyed, 45 % were team leads, 28 % were
project managers, 15 % were Scrum masters, and
12 % were leaders in other management areas. The
sample was predominantly male (62 %), with 38 %
female. The average age of the study participants was
34.2 years, and the average management experience
was 6.8 years. The vast majority of study participants
(78 %) worked in a hybrid or remote format.

Statistical data processing was performed using
SPSS Statistics 26.0. Descriptive statistics were
computed. Pearson correlation analysis revealed a
significant positive relationship between the general
level of emotional intelligence (EI) development and
the composite indicator of leadership effectiveness
(r=0.62,p<0.01).

All participants were informed about the
purpose of the study and gave their voluntary
consent to participate. The processing of results
was carried out in compliance with the ethical
principles of psychological research and ensuring the
confidentiality of personal data.

The results of the study showed that the majority
of surveyed IT leaders are characterized by an
average level of EI development (M = 72.4; SD
= 11.8). A low level of EI was found in 12 % of
respondents, an average level in 58 %, and a high
level in 30 % of the study participants. The analysis
of the results showed that most managers have a
sufficient level of emotional competence for effective
professional interaction, but some components of EI
require further development.

The most developed components of EI in the
studied leaders were self-awareness (M = 78.6;
SD =9.2) and motivation (M = 76.3; SD = 10.5). This
indicates a fairly high level of personal organization,
result orientation, and the ability to maintain
professional activity even under significant workload
characteristic of the IT sector.

The lowest values were recorded on the scales
of empathy (M = 65.4; SD = 14.7) and social skills
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Fig. 1. Distribution of IT leaders by overall emotional
intelligence level (%)

(M=67.1; SD =13.9). This is likely due to difficulties
in establishing emotional contact with team members,
recognizing their psychological state, and maintaining
effective interpersonal interaction, especially during
remote or hybrid work. In this communication format,
the number of non-verbal signals is significantly
reduced, making it more difficult for managers to
promptly notice the emotional state of employees and
respond to their needs.

The level of self-regulation (M =71.2; SD = 12.4)
and stress management (M=69.8; SD=13.1) generally
remained average and did not show consistently high
values. Almost 28 % of respondents showed reduced
results on these scales. This may indicate emotional
exhaustion, difficulties in controlling tension, and
insufficient stress resistance under conditions of high
intensity of professional activity.

Pearson correlation analysis revealed a statistically
significant positive relationship between the general
level of EI development and the integral indicator of
leadership effectiveness (r = 0.62; p < 0.01).

This indicates that a higher level of emotional
competencies is associated with more effective
managerial interaction and more efficient organization
of IT team work.

Empathy

Social skills

Stress management
Self-regulation
Motivation

Self-awareness
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The closest correlations were found between
empathy and communication quality (»=0.68; p <0.01),
as well as between empathy and the ability to maintain
staff motivation (» = 0.65; p < 0.01). The obtained data
confirm the important role of emotional understanding
of others in forming a trusting atmosphere in the team,
maintaining employee engagement, and creating a
positive psychological climate.

A statistically significant relationship was also
found between self-regulation and the effectiveness
of conflict management (» = 0.59; p < 0.01). It is
likely that the manager’s ability to control their own
emotional reactions and maintain emotional stability
in difficult professional situations contributes to more
constructive conflict resolution in the team.

At the same time, some indicators showed moderate
or weak correlations. This indicates the multifactorial
nature of leadership effectiveness and the need to take
into account not only emotional but also organizational,
professional, and communicative factors.

According to the results of the correlation analysis,
a statistically significant relationship was found
between the level of self-regulation of the manager
and the indicator of burnout prevention in the team
(r = 0.35; p £ 0.05). This indicates that leaders with
a higher level of emotional self-regulation are able
to better control their reactions, act constructively
in tense situations, and maintain a more stable
psychological climate in the team.

The results of regression analysis showed that the
level of EI development explains 38 % of the variance in
leadership effectiveness indicators (R?=0.38; p <0.001).
The greatest contribution to predicting the effectiveness
of managerial activity was made by empathy ( = 0.45)
and social skills (B = 0.41). This suggests that the
manager’s ability to understand the emotional state
of others, maintain productive interaction, and build
constructive relationships is one of the key factors for
successful leadership in the IT environment.
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Fig. 2. Mean values of emotional intelligence components of IT organization leaders (M)
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Table 1
Correlation coefficients between emotional intelligence components and indicators of leadership
effectiveness
EI Component Commun.lcatlon Staff motivation Conflict Psychological safety | Burnout reduction
quality management
Empathy 0,68 0,65 0,32* 0,45 0,33*
Self-regulation 0,18 0,21 0,59* 0,30* 0,35*
Social skills 0,38* 0,35* 0,29* 0,41 0,30*

Note: * p <0.05; " p <0.01.

Comparative analysis using Student’s t-test for
independent samples allowed establishing statistically
significant differences between individual groups of
respondents (p < 0.05). In particular, managers with
over 8 years of managerial experience demonstrated
a higher general level of EI (M = 77.2) compared to
the group of leaders with up to 5 years of experience
(M =68.5). This may indicate the gradual formation of
emotional competencies in the process of professional
and managerial experience.

In addition, respondents over 35 years of age had
higher scores on social skills (M = 72.4) compared
to participants in the 25-34 age group (M = 63.8).
This is likely due to the accumulation of experience
in interpersonal interaction and more developed
professional communication skills. At the same time,
team leads demonstrated higher empathy scores
(M = 70.1) than higher-level managers (M = 64.2),
which may be explained by their closer daily
interaction with teams.

The findings suggest that, in the modern IT
environment, the professional effectiveness of
a manager increasingly depends not only on
technical training but also on the ability to maintain
psychologically safe interaction in the team.
That is why the development of emotional and
communicative competencies is gradually becoming
one of the key areas of training and support for IT
leaders. In practice, even a high level of technical
expertise does not always compensate for a lack of
empathy or difficulties in interpersonal interaction.

Recent studies increasingly show a tendency
towards a decrease in empathy and emotional
involvement of employees in the digital work
environment, which some authors define as the
phenomenon of reduced emotional engagement in the
context of digitalization [1]. This phenomenon refers
to the gradual weakening of the ability to empathize,
emotionally engage, and self-regulate in the context
of professionally mediated digital technologies. This
is most pronounced in remote work formats, where
the number of direct interpersonal contacts decreases
and the emotional distance between team members
increases.

In our view, it is precisely under such conditions
that the manager’s ability to maintain informal contact
with employees, timely notice signs of emotional
exhaustion, and create an atmosphere of trust in the
team becomes particularly important.

At the same time, the results of the study should
be considered taking into account certain limitations.
The majority of study participants worked in large
IT companies and used a hybrid work format, which
may limit the possibility of generalizing the results to
small organizations or teams with a fully office-based
work format. An additional limitation is the use of
self-reported psychodiagnostic methods, as they
partially depend on the subjective perception of
respondents and may contain the influence of socially
desirable responses. The use of elements of 360-degree
feedback partially helped to reduce this influence.

Conclusions. The results of the study made it
possible to establish that the structure of EI of IT
organization leaders is unevenly formed. The most
developed components were self-awareness and
motivation, while the lowest scores were recorded on
the scales of empathy and social skills. This indicates
a sufficient orientation of modern IT leaders towards
professional results and the ability to maintain high
work efficiency even under significant workload.

Analysis of the obtained data showed a statistically
significant positive relationship between the general
level of EI development and the integral indicator of
leadership effectiveness (r=0.62; p <0.01). The most
significant predictors of effective managerial activity
were empathy and social skills, which emphasizes
the importance of emotional and communicative
competencies for IT team leaders.

Statistically significant differences were found in
the structure of emotional components depending on
the age, managerial experience, and professional role
of managers. In particular, more experienced leaders
demonstrated higher EI scores and better developed
social skills, which may indicate the gradual
formation of emotional competencies in the process
of professional development.

Particular attention is drawn to the insufficient
level of development of components related to
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self-regulation and stress management. Under
conditions of high work pace, constant changes,
tight deadlines, and significant psycho-emotional
load, these characteristics become critically
important for maintaining leadership effectiveness
and the psychological well-being of the team. This
underscores the need to create practical programs for
the development of emotional competencies for IT
managers, primarily trainings aimed at developing
empathy, emotional self-regulation, and constructive
communication skills.

The results of the study showed that in the context
of digitalization and the active implementation of
automated management systems, it is the «human
factor» that increasingly determines the effectiveness
of team interaction and the competitiveness of IT
companies. In this regard, the development of EI
among managers should be considered an important
component of modern corporate leadership and
personnel management programs.

At the same time, the practice of IT teams shows
that even a high level of professional competence does
not always compensate for the lack of a manager’s
emotional sensitivity. In many cases, it is the quality

of interpersonal interaction that determines the level
of trust, engagement, and stability of the team. In our
opinion, in the coming years, the manager’s ability
to maintain a psychologically safe environment will
become no less important a professional requirement
than technical or managerial training.

Prospects for further research should be linked to
the development and testing of training programs for
the development of emotional competencies for various
categories of IT leaders, as well as to the study of the
impact of hybrid work formats and digital load on the
psychological well-being of managers and teams.

Practical significance of the study lies in the
possibility of using the obtained results in the activities
of HR specialists and managers of IT companies to
improve the systems of selection, evaluation, and
professional development of managerial personnel.
In particular, the results of the study confirm the
feasibility of taking into account empathy, social
skills, and the ability for emotional self-regulation as
important competencies of candidates for managerial
positions. The obtained data can also be used in the
development of leadership development programs and
the prevention of professional burnout in IT teams.
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Libina ¥O. ¥O., Ceitmuna H. O. CTPYKTYPHO-IUHAMIYHI OCOBJIUBOCTI EMOIIMHOTO
THTEJEKTY JIJEPIB IT-OPTAHI3AIIA B YMOBAX IIU®POBOI TPAHC®OPMAIIII

Mema cmammi — meopemuyuno 0OTPYHMYBAMU MA eMNIPUYHO OOCTIOUMU BNIAUE eMOYIUHO20 THMEeNeKNy
Ha eghekmuHicmob ynpasiincokoi OisnibHocmi Kepieuuxie IT-opeanizayiti 6 ymosax yugposoi mpancgopmayii,
2IOpudHOI 3atinamocmi ma mexrHocmpecy. AKmMyanibHICMb Q0CHIOHNCEHHS 3yMOBLEHA CIMPIMKUM NOUUPEHHAM
sidoanenuxi2iopuonux popmamisepodoomuslT-cekmopi, ugo Cynposoor’cyemvbCanio U eHHAM ICUXOEMOYIUHO20
HABAHMAJICEHHS. HA NPAYIGHUKIE 1 MeHeodcepis, 3POCHMAHHAM PUBUKIE NpOo@ecilinoe0 UeOPaHHs ma
SHUICEHHAM 32YPMOBAHOCII KOMAHO. B ymosax, xoau mexuonociuni xomnemenyii cmawoms 0a3068umu, Ha
nepuiull NIaH uUxX00simb «M KL Hasuukuy (soft skills), 30xkpema emoyitinuil inmenexm, sikuul 3abesneqye
aoanmueHicmo, CmpecoCmiiKicms i 30amHicms eqhpeKmueHo KOMYHIKysamu 8 yugposomy cepedosuwi. Ilonpu
BUBHAHHS BANCIUBOCHI eMOYIIHO20 IHMeNeKmY 8 YNPAGNiHHI, OPAKYE KOMNIEKCHUX eMNIPUUHUX O0CTI0NCEHD,
npuceauenux tioeo poni came 6 IT-menedscmenmi 3 ypaxysanuam chneyugpiku 2ibpuonoi pobomu ma
mexnocmpecy. Haykosa nosusna nonsicae 6 po3pooyi ma emnipuunii éepu@ixayii’ n’ smuKoMnoHeHmuoi Mooeii
emoyiinoeo inmenexmy kepienuxa IT-opeanizayii, a0anmosanoi 00 ymos yugpoeo2o pobowoeo cepedosuwia, y
BUsLGNECHHI cneyuiuHux npoQinié eMoyiiHo20 IHMENEeKNY 3ANEeHCHO 6i0 CIAXNCY YNPAGIIHCHKOL OisibHOCME Ma
8IKY, @ MAKOJIC Y KIbKICHOMY BU3HAYEHHI BHECK) OKPeMUX KOMHOHEHMI8 eMOYIliH020 inmenekmy (emnamii ma
COYIANbHUX HABUYOK) Y NPOSHO3Y8AHHS YNPABIIHCLKOI eghekmugnocmi. JJocniodcents npogedeHo Ha ubipyi
3 85 xepisnuxis IT-opeanizayiti (cepedHiti ik — 34,2 poky, ynpasnincekuti cmaoic — 6,8 poky). Bukopucmaro
KOMNLEKC NCUX00IAZHOCIMUYHUX MEMOOUK: ONUMYBATbHUK eMoyilinozo inmenexmy H. Xonna, ckopoueny eepciro
EQ-i 2.0 P. Bap-Ona, bacamoghaxmopnuii onumysanrvhuk aioepcmea MLQO-5X (0ns oyinku egpexmusnocmi
nidepcmea 3a NOKASHUKAMU MOMUBAYIl NepcoHAny, YNPAGIiHHe KOHQLIKMAMU, NCUX0I02iuHoi be3neku ma
SHUJICEHHST 8U2OPAHHS) ma wKany ncuxonoziunoi besneku E. EOmonocona. Cmamucmuuny oOpoOKy OaHux
30MlICHEHO 3 BUKOPUCMAHHAM Kopenayiunoeo auanizy (xkoeghiyienm Ilipcona), peepecitinoco ananizy ma
t-xpumepiio Cmorodenma. 3azanvrull pigenb eMoyiiH020 iHmenexmy 00Cai0NCYBAHUX KePIGHUKIG € NePeBadtCHO
cepeonin (M = 72,4 6ana, SD = 11,8). Hatipossuneniwumu 6usAGUIUCE KOMNOHEHMU CAMOCEIOOMOCHI
(M = 78,6) ma momuesayii (M = 76,3), natimenws po3gunenumu — emnamis (M = 65,4) ma coyianvui naguuxu
(M = 67,1), wo ceiouums npo eupadiceHuil «MexHOKPamuyHuily npo@ine ynpaeninus. Kopersyiinui ananiz
3aC8i0YU8 CMAMUCMUYHO 3HAYY WU NOZUMUBHUL 368 A30K MIJC 3A2AbHUM PIHEM eMOYIUHO20 [HmMeleKmy mda
epexmusnicmro nidepcmaa (r=0,62; p<0,01). Pecpecitina mooens nokazaia, uyo eMoyiliHuLl iHmenekm nosCHIOE
00 38 % oucnepcii epekmusrocmi ynpasnincoroi disiorocmi (R?= 0,38, p < 0,001), npu ybomy HaticunbHivumu
npeduxmopamu eucmynuiu emnamis (f = 0,45) ma coyianvui nasuuxu (= 0,41). 3a donomozoio t-kpumepiro
Cmuiooenma 6uUA61E€HO CMAMUCMUYHO 3HAYYWE GIOMIHHOCMI Y BUPAICEHOCMI KOMNOHEHMIE eMOYIliH020
iHmenexmy 3aedHCHO 8i0 YNPABIIHCbKO20 cmadicy ma Giky pecnondenmis (p < 0,05): docgioueniui KepigHuKU
(nonao 10 poxie cmasicy) 0eMoHCmMpYIONsb UYL NOKAZHUKU CAMOPe2YAAYIL Ma eMNamii NOPIeHSIHO 3 MOAOOWUMU
Mmenedcepamu. Ompumani pezyibmamu 0036801810Mb i0eHMUGIKysamu K408 npooieMHi 30HU eMOYiliHO20
inmenexmy kepisnuxis [T-cchepu (Oehiyum emnamii  ymogax 2iopudHoi pobomu, HeOOCMAMHs CAMOpPecyNaYisi
8 CTNPeCcosUX cumyayisnx, noe sa3aHux 3 MexHocmpecom) ma oOIpyHmysamu HeoOXiOHicmy Yilecnpamos8anux
KOPEKYIUHO-PO36UBANLHUX Npocpam OJis NiOGUIeHHs. YNPasincvkoi eghexmugnocmi. [lpaxmuune 3uauenms
pobomu noisgeac 8 MONCIUBOCHIT BUKOPUCTNANHSL OMPUMAHUX OaHUX OJis1 npogecilinoco 8i0b6opy, oyinku ma
nioguuenus Keanigixayii ynpasnincokux kaopis ¢ IT-xomnanisax, a maxoosic 0151 npoghinakmuru npoghecitino2o
sueopans 8 IT-komanoax wisixom 6npo8adN*CeHHs MPEHIHeI8 PO3GUMK)Y eMOYItIHOI KOMNEmeHmMHOCHIL.

Knrouosi cnosa: emoyitnuil  inmenexm, epexmusHicme nidepcmea, IT-meneddcmenm, 2iopudHa
BAUHAMICMb, MEXHOCMPEC, NCUXON02TUHA be3neKa, npogecitine ULOPAHHS, YNPABIIHCOKA OISIbHICTb.
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