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The article comprehensively investigates the phenomenon of emotional burnout of social workers in conditions of increased professional workload and crisis
social transformations. The relevance of the topic is due to the increase in psychological pressure on social work professionals in conditions of martial law,
instability and an increase in the number of vulnerable population groups, as well as the need to implement effective HR tools to support and preserve their
professional resource. The aim of the study is a comprehensive analysis of the causes, manifestations and consequences of emotional burnout of social workers,
as well as a substantiation of modern HR tools for its prevention and overcoming, taking into account individual, organizational and inter-institutional factors.
The study used a complex of general scientific and special methods, in particular theoretical analysis of scientific sources, generalization of approaches to the
study of emotional burnout, interdisciplinary analysis of the provisions of social psychology, theory of staff management and social work, as well as methods of
systematization, comparative analysis and interpretation of HR management practices. The results of the study allowed us to identify that emotional burnout
is complex and is formed under the influence of a combination of organizational, psychological and social factors. It is proved that it manifests itself in the form
of emotional exhaustion, depersonalization and decreased professional efficiency, which negatively affects both the employees themselves and the quality of
social services. It is substantiated that effective prevention of burnout requires a systemic approach that combines the implementation of well-being programs,
the development of emotionally competent leadership, workload optimization, the provision of psychological support and the formation of a favorable organi-
zational environment. Key HR tools (well-being programs, supervision, flexible forms of employment, training and personnel development) have been identified
and the feasibility of their integrated application has been proved. Based on the analysis, practical recommendations have been formulated to increase the
efficiency of HR management in the field of preventing emotional burnout, in particular, the implementation of a system approach to managing employee well-
being, strengthening inter-institutional interaction and developing support mechanisms in a crisis environment.
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CmenaHoea E. P. EMoyiiiHe 8u20paHHA NpayigHUKie coyianbHo20 cekmopa: iHCmpyMeHmu YrpaeniHHA NepcoHanom

0419 npoghinakmuKku ma niompumKu

Y cmammi komnaeKcHo 00cn1idxeHo (heHoMeH eMouiliHo20 8U20PAHHSA MPAYIBHUKIE cOuianbHOI cihepu 8 ymosax nidguujeHo20 npodeciliHozo HABAHMAM EHHS
ma Kpu308uX CyCrinbHUX MpaHcgopmayili. AKmyanbHicms memu 3ymoeneHa 3pOCMAHHAM MCUX0A02i4HO20 MUCKY Ha haxigyie couianbHoi pobomu 8 ymo-
80X BOEHH020 CMAHY, HecmabinbHOCMi Ma 36inbWEHHS KinbKOCMi 8pa3uBUX 2pyn HACeNeHHs, O MAKoX HeobXiOHicmio 8nposadxieHHa epekmusHux HR-
iHcmpymeHmig nidmpumku ma 36epexteHHs ixHbo20 npodeciliHozo pecypcy. Memoro docnioxeHHs € 8cebivyHull aHANI3 MPUYUH, NpoAeie i HaciOKie emoyil-
HO20 8U2OPAHHA MPAIBHUKIB COUianbHOI Chepu, & MaKox: 06rpyHMysaHHs cy4acHux HR-iHcmpymermie (io2o npoginakmuku ma no00AAHHA 3 YPaxy8aHHAM
iHOuBIdyanbHUX, OpeaHi3ayiliHux i MixiHCMUMyuiliHuX YUHHUKIG. ¥ npoueci 00CAiOMeHHA BUKOPUCMAHO KOMI/EKC 3020/1bHOHAYKOBUX | crneyiansHUX memo-
0ig, 30kpema meopemuyHuUli AHANI3 HayKoBUX Oxcepes, y3azanbHeHHA nioxodie 00 BUBYEHHS emMOyiliHO20 8U20PAHHS, MiXOUCYUNAIHAPHUL GHANI3 MOMOMEHD
coyianbHoi ncuxonoeii, meopii ynpaeniHHA NepcoHanom i couiansHoi pobomu, a Makox Memodu cucmemamu3sayji, NopieHANbHO20 aHANI3y ma iHmepnpema-
uii npakmuk HR-meHedMmeHmy. Peyasmamu docnideHHs 003680/1UU BCMAHOBUMU, W0 eMOYiliHe 8U2OPAHHA MAE KomnaeKcHUl xapakmep i hopmyembca
11i0 8MAUBOM MOEOHAHHA 0P2AHI3AUILHUX, MCUX002IYHUX | COUIANbHUX YUHHUKIB. [J0Be0eHO, W0 80HO NMPOABASEMLCA Y hopMi eMoyiliHO20 BUCHAMEHHS, Oe-
NepCcoHani3ayii ma 3HUMEHHS npodpeciliHoi eghekmusHOCMI, WO He2aMUBHO BMNAUBAE K HA CAMUX MPAYIBHUKIB, MAK i HA AKICMb HAOAHHA COYIANbHUX MOCAYe.
06rpyHMOoBaHO, W0 echeKmuBHa NPOGINaKMUKA 8U20PAHHA Mompebye cucmemHo20 nidxody, akuli noedHye 8nposadxeHHs well-being npozpam, po3sumok
emouiliHo KomnemeHmHo20 nidepcmaa, oMMuUMI3ayito pobo4020 HABAHMAM EHHS, 3a6e3MeYeHHs MCUX002i4HOI NIOMPUMKU Ma (hOPMYBAHHA CMPUAMAUB020
opeaHizayiliHo2o cepedosuwya. BusHayeHo Kknto4osi HR-iHcmpymeHmu (npoepamu 0obpobymy, cynepsisia, eHy4ki hopmu 3aliHAMOCMI, HOBYGHHA MA PO3BU-
MOK nepcoHany) ma dosedeHo oyisbHicmb ix iHMe2PoBAHO20 30CMOCY8aHHA. Ha 0CHO8I PoBedeH020 aHAAI3Y CHOPMYAbOBAHO MPAKMUYHI peKomeHAayji
wodo nidsuwjeHHs edpekmusHocmi HR-meHeOHmeHmy y chepi 3anobieaHHA eMoyiliHOMy 8U20PAHHIO, 30KPEMA 8MPOBAOMEHHSA CUCMeMHOo20 Mioxody 0o
ynpasniHHA 61020M01y44AM NPAYIBHUKIS, NOCUNEHHA MiXHCMUMYUiliHoi 630eMOOii Ma po38uUMKy MexaHi3mie MidmpuMKU 8 yMoBaX KpU308020 cepedosuuyd.
Kntovoei cnosa: emoyiliHe suzopaHhs; couianeHa cepa; HR-meHedxmenm; well-being; ncuxonoeiyHa nidmpumka; ynpaenivHa nepcoxanom; npodeciliHe
300p08’A.
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he increased interest in the problem of burn-

out of social sector workers is due less to the

emergence of new theoretical concepts than to
the actual complication of working conditions in social
work. Analyzing the factors that lead to this phenome-
non, the most distinctive features of social work — con-
stant communication with people in crisis situations,
a high degree of responsibility and the need to main-
tain emotional stability under chronic stress — creates
preconditions for gradual depletion of personal re-
sources of specialists.

Burnout has been described as a phenomenon
for decades but, in modern circumstances, its rele-
vance is due to a fundamentally new combination of
determinants. In the case of social tension, economic
instability and armed conflict the dual role further in-
creases pressure on supply; that is both demand for
more services rises but simultaneously organizational
resources from which these services need to be de-
livered drops. In such conditions, chronic overload is
not or no longer an exception but has the character of
structural regularity.

From a phenomenological point of view, burnout
is not a discrete event, but a prolonged process: a de-
crease in emotional involvement, loss of professional
motivation, the formation of a distanced or cynical at-
titude towards clients. Its consequences are not lim-
ited to the individual level - they affect the quality-
of-service provision, organizational effectiveness and
public trust in social protection institutions. Despite
the significant amount of accumulated research, the
question of the role of organizational factors, manage-
ment practices and personnel support tools in the pre-
vention of burnout remains insufficiently studied and
requires further study.

Analysis of recent research and publications.

Modern research is emphasizing more and more
that working in the social sector requires not just pro-
fessional competence but also being psychologically
robust. This is mainly because the quality and impact of
social services is dependent on the emotional capacity
of their providers, especially in settings characterized
by chronic emergencies and escalating workloads. The
nature of their work — characterized by a high degree
of responsibility, continuous engagement with vulner-
able groups, and often limited institutional resources —
creates conditions that significantly heighten the likeli-
hood of emotional exhaustion and burnout.

Therein lies the growing interest in burnout in
the academic world. Studies on the concept, its core
components and influencing factors, as well as evi-
dence-based prevention and reduction strategies are
currently under way. The subject is well covered in
the works of many homegrown researchers, indicating
how pertinent and pressing it is to the general area of
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social and organisation study. In particular, the work
of Butylina O. V. examines the negative consequences
of professional burnout of social workers in wartime.
However, the author focuses on the causes of burn-
out that arose in the first year of hostilities. This study
will examine the cumulative factor of influence on
the emotional burnout of social sector workers. The
work of Lefterov V. examines the peculiarities of the
relationship between emotional burnout, social intel-
ligence, and critical thinking in military personnel.
Pashkevych B. 1. examines the syndrome of profes-
sional burnout in social workers. The author focuses
on the components of emotional exhaustion.

t the same time, a significant share of existing

research on the emotional burnout of social

sector workers is primarily focused on general
theoretical approaches to its nature, causes, and con-
sequences, whereas the issue of practical mechanisms
for prevention, mitigation, and support — particularly
through effective interaction among organizations, lo-
cal communities, and partner institutions — remains
insufficiently explored.

Research purpose and methods.

The article aims to examine the phenomenon of
emotional burnout among social sector profession-
als, to clarify its main causes and consequences, and
to substantiate practical approaches to its prevention
and reduction, particularly through HR management
tools and inter-institutional cooperation.

The study was carried out within the framework
of a theoretical and analytical approach, which in-
volves the processing of scientific sources without the
involvement of primary field data. This choice is due
to the specifics of the goal: the purpose of the work is
not to collect new empirical data, but to conceptually
understand and systematize the already accumulated
scientific knowledge about emotional burnout in the
social sphere and HR practices for its prevention.

The information base of the study was formed on
the basis of scientific publications by domestic and for-
eign authors devoted to the issues of emotional burn-
out, personnel management and psychological well-
being of social sector workers. The selection of sources
was carried out according to the criteria of thematic
relevance, scientific validity and relevance — prefer-
ence was given to works that reflect the realities of the
increased workload on social workers in the condi-
tions of crisis and martial law in Ukraine. Additionally,
materials from applied research in the charitable sec-
tor were used, which recorded statistical data on the
prevalence of burnout among specialists in helping
professions.

The methodological apparatus is based on gene-
ral scientific methods: theoretical analysis — for the de-
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velopment of conceptual approaches to the nature and
mechanisms of burnout; synthesis and generalization —
for the formation of a holistic view of the phenomenon
under study on the basis of heterogeneous sources;
systematization — for the structuring of factors, mani-
festations and consequences of burnout in the form of
analytical tables (Zables 1-4). Comparative analysis
was used to compare theoretical models (in particu-
lar, the JD-R model of requirements and resources, the
theory of resource conservation and the concept of
“personality-environment” correspondence) with each
other and with the practice of HR management. The
interdisciplinary approach made it possible to combine
the achievements of social psychology, personnel man-
agement theory and social work in order to obtain a
comprehensive view of the problem.

A special method corresponding to the subject
area of the study is the interpretation of HR prac-
tices: the existing organizational tools for preventing
and overcoming burnout are considered through the
prism of their compliance with the real needs of social
workers and the degree of integration into the person-
nel management system. This approach allowed not
only to describe individual measures, but also to assess
their potential effectiveness in the context of a crisis
environment.

Research results.

The transformation of the social sphere under
conditions of instability, increased workload, and
emotional pressure has intensified the problem of
emotional burnout among professionals working in
this field. Social sector workers are constantly engaged
in emotionally demanding interactions, often dealing
with vulnerable populations, which significantly in-
creases their psychological burden.

While the existing literature on emotional burn-
out among social workers does offer general theoretical
insights on the nature, the sources and the implications
of the phenomenon, the practical instruments for pre-
vention and support — particularly at the level of HR
management and through inter-institutional coopera-
tion — call for further elaboration and development.

he social sector holds a unique place in con-
temporary institutional life: its employees are
called on to maintain composure in the pres-
ence of other people’s crises, to take in grief, poverty,
trauma, and despair as a component of a professional
regimen, and to do so dependably, with warmth, and
within the limits of overburdened bureaucratic struc-
tures. So it may be unsurprising then that this profes-
sion reports the highest rates of emotional exhaustion
of any occupation studied [1].
From its earliest days, the idea of burnout was
rooted in the study of helper professionals. Decades of
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subsequent research have refined but not fundamen-
tally displaced this tripartite model, and it remains the
dominant approach for measuring burnout in social
sphere.

Emotional burnout is a scientifically investigated
subject matter in psychology, sociological and HRM
fields. It is widely regarded as a psychological syn-
drome that results from the accumulation of many
interpersonal stressors at work. The classic conceptu-
alization of burnout is comprised of three major com-
ponents: emotional exhaustion, depersonalization,
and a diminished sense of personal accomplishment.
These aspects represent not just the internal individual
experience and, but also the organizational and social
context in which professional work is situated.

Emotional exhaustion can be described as its
own set of symptoms of physical, emotional, and cog-
nitive nature and some are observable to others, while
some can be hidden by the individuals themselves due
to fear of stigma or job loss. It is generally conceptual-
ized as a state of intense physical, emotional and men-
tal fatigue that accumulates as a result of long-term
work-related stress.

hysiologically, burnout is associated with chron-

ic somatic symptoms such as headaches, gastro-

intestinal problems, increased incidence of in-
fection, sleep disturbances, chest pain, and psychoso-
matic and dermatological ailments. These features are
said to represent a prolonged exhaustion of the body's
resources and its diminished capacity to respond to
continued stress.

Burnout has also been associated with difficulty
concentrating, emotional lability, excessive worry,
nervousness, and cynicism on a psychological and be-
havioral plane. People might become more frustrated,
less empathetic, and have more trouble staying profes-
sionally engaged. When developing, this causes work-
ers to separate themselves from the work they do and
the people they do it for — over time, this can result in
emotional numbing [2].

In the work domain burnout is exercised as re-
duced motivation, reduced satisfaction with works du-
ties and workstation and feeling of occupational in-
competence. Employees are struggling more to derive
meaning from their jobs, are chronically emotionally
overburdened and are losing a sense of efficacy. The
most extreme form of this is the so-called “presentee-
ism — where an individual is physically at their place of
work, but mentally has long “left”

The impact of burnout on both individuals’ ca-
reers and organizational functioning can be long-
lasting. Some employees do leave the profession, but
the majority remains to work less productively, to
make poorer decisions, and to perform worse overall.
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Because burnout compromises the capacity to derive
positive experiences from work, it logically decreas-
es organizational commitment as well as employees’
work engagement.

Hence emotional exhaustion is a complex syn-
drome, the effect of which transcends the individual
welfare — it threatens the efficiency of an organization
and the ability of an organization to stably realize its
mission.

In the context of the social sector, emotional
burnout acquires specific characteristics due to the
nature of professional responsibilities. Social sector
workers are engaged in continuous interaction with
individuals or groups experiencing difficult life cir-
cumstances, which requires a high level of empathy,
emotional involvement, and moral responsibility. Such
conditions create a constant emotional load that, over
time, can exceed an individual’s adaptive capacity [3].

rom a theoretical perspective, burnout can be

explained through several complementary ap-

proaches. The resource-based perspective fo-
cuses on the inequity of job demands and personal
and/or organizational resources. When demands
dwarf resources for long enough, people get stressed
and then they burn out. The person—environment fit
model focuses on the incongruence between the in-
dividual's expectations and values and those of the
organization. In the social field these discrepancies
commonly occur as a result of inadequate institutional
backing, ambiguous role definition or a general lack of
validation for professional endeavors.

Another relevant consideration is the resource
conservation theory, which argues that people are mo-
tivated to gain, conserve, and defend their resources.
Emotional exhaustion happens when these resources
are drained or when people feel that resources are at
risk of being lost. Emotional energy, time and psycho-
logical resilience are a social sector worker's currency
and they're constantly running a deficit.

External crisis factors (economic crisis, social
changes, war) must be taken into account, as well. This
exacerbates the workload to a large extent and makes
working with more clients in need as well as the na-
ture of work more complex. Therefore, the possibil-
ity for fatigue goes up substantially and there are not
many ways to recover or receive support. In addition,
the culture of the organization and the management
style are key determinants of the level of burnout an
individual experiences. Strong leadership, open com-
munication and recognition of staff work can be pro-
tective, whereas a command — and — control style of
leadership too much control or silence messaging may
have emotional fatigue implications [4].
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hus, emotional burnout in the social sector

should be viewed not merely as an individual

psychological issue but as a systemic phenom-
enon shaped by the interaction of personal, organiza-
tional, and societal factors. This understanding neces-
sitates a comprehensive analysis of its causes, which
can be structured as follows (ThL. 1).

Professional burnout among social workers can
be interpreted as a progressive loss of motivation and
engagement in one’s professional duties, accompanied
by pronounced fatigue, depletion of internal resourc-
es, and increased emotional instability.

According to the findings of the study, 36% of re-
spondents identify themselves as already experiencing
burnout, 35% are at an early or developing stage of this
condition, while only 29% of surveyed employees in
the charitable sector report no noticeable symptoms
of burnout.

Individuals most vulnerable to professional
burnout include several distinct groups. These are, in
particular [7]:

+ early-career employees who tend to become
disillusioned when immediate results are not
achieved;

+ individuals with limited financial resources
who are compelled to seek additional employ-
ment;

+ workers who lack sufficient awareness of burn-
out symptoms and coping strategies.

A higher risk is also observed among highly em-
pathetic and emotionally sensitive individuals who
internalize others’ experiences, as well as among ener-
getic and charismatic professionals who fail to regulate
their efforts and consequently overextend themselves.
In addition, pessimistically oriented individuals, who
are prone to rapid disappointment, loss of professional
meaning, and negative perception of their work en-
vironment, demonstrate increased susceptibility. In
terms of occupational roles, burnout is most frequent-
ly reported among managers, professionals engaged in
intensive interpersonal communication with clients or
beneficiaries, and fundraising specialists.

The majority of study participants express the
view that burnout is more prevalent in the charitable
sector compared to other fields. At the same time,
despite having a relatively clear understanding of its
symptoms, many respondents tend to interpret burn-
out as ordinary fatigue and assume that it can be re-
solved through a short period of rest, typically within
two to three days.

Professional burnout in the charitable sector is
most commonly driven by excessive workload and sus-
tained emotional strain.

Work-related overload is typically caused by [8]:

+ ahigh volume of requests for assistance;
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Table 1

Key causes of emotional burnout among social sector workers

Group of factors Specific manifestations

Impact on employees HR implications

High workload, staff shortages,

Organizational S
role ambiguity, low wages

Need for workload
optimization, clear role
distribution

Chronic fatigue,
dissatisfaction, reduced
engagement

Emotional exhaustion, empathy
overload, secondary traumatic
stress, anxiety

Psychological

Emotional depletion,
decreased resilience,
burnout

Implementation of psycho-
logical support and
counseling

Low social recognition, high
societal expectations,
emotional pressure from clients

Social

Development of recogni-
tion programs and sup-
portive culture

Feeling undervalued, frus-
tration, loss of motivation

War conditions, instability,
displacement of population,
increased client vulnerability

Crisis-related

Acute stress, overload, in-
ability to recover resources

Crisis HR strategies, flexible
policies, emergency support

Lack of support, toxic leader-
ship, poor communication,
absence of feedback

Organizational culture

Leadership development,
communication
improvement

Emotional detachment,
distrust, decreased loyalty

Irregular schedules, overtime,
lack of rest, inadequate working
environment

Work conditions

Introduction of flexible
schedules and work-life
balance

Physical and mental
exhaustion, health deterio-
ration

High responsibility, ethical
dilemmas, constant decision-
making under pressure

Professional factors

Stress, moral fatigue,
decision fatigue

Ethics training, supervision,
peer support systems

Source: formed on the basis of [5; 6].

+ an expansion in job responsibilities and ass
signed tasks;

+ the need for continuous interaction with peo-
ple;

+ the absence of regular days off and insufficient
rest;

+ prolonged neglect of one’s own personal needs.

Emotional overload, in turn, is associated with [8]:

+ engagement with psychologically demanding
or distressing cases;

+ atoxic or unsupportive work environment;

+ the inability to achieve desired outcomes de-
spite significant effort;

+ experiences of aggression or lack of apprecia-
tion from beneficiaries.

The implications of emotional exhaustion for
social work practice are multifaceted and can be ob-
served at various levels — individual, organizational
and societal. Crucially, these effects do not occur in
isolation; they are mutually reinforcing and contribute
increasingly negative impacts on the well-being of em-
ployees as well as on the capacities of social services.

As a result, emotional burnout is a reduction of
the mind and body resources at the individual level.
They might be constantly tired, feeling emotionally
drained, irritable, or unmotivated. Over time, this
could lead to a more serious mental illness, like an
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anxiety disorder or depression. Additionally, burnout
has been shown to cause depersonalization, a state
in which practitioners emotionally detach from cli-
ents, opposite of social work core values. A dimin-
ished sense of personal achievement brings the prob-
lem full circle to lowered job satisfaction and profes-
sional identity.

urnover and productivity are also heavily af-

fected by burnout at the organisational level.

Burnout employees tend to be less engaged
and they work less efficiently and produce lower qual-
ity work. This potentially leads to increasing numbers
of people off work, greater staff turnover and more as-
sociated costs of recruiting and training new staff. In
addition, burnout can lead to erosion of cohesive team
dynamics, rise in workplace conflicts and dilution of
organizational culture.

At the societal level these effects are manifest
in reduced quality and availability of social services.
Burnout among social sector workers constrains
their capacity to deliver effective assistance to at-risk
groups, which could lead to unaddressed social needs
and potentially diminished public confidence in social
organizations. In crisis situations these become even
more damaging, and the very core of social support
systems may be put at risk.
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Therefore, emotional burnout can be regarded
not only as an individual psychological problem but
also a system problem with significant consequences
(Tbl. 2).

The evaluation of the effects of emotional ex-
haustion reveals that not only is it detrimental at the
individual level but it also influences the functioning
of an organization and, in turn, the whole system of
social support. This also call for a change of focus from
reactive to proactive and preventive attitudes.

n today's human resource management, the pre-

vention of burnout is increasingly considered an

integrated solution rather than a series of separate
interventions, integrated with organizational culture
and supported by the involvement of external parties.
The efficiency of such a system is reliant on the coordi-
nation of activities across three levels of the individual,
the corporate, and the institutional.

At the personal level, the ability to effectively
prevent and respond to burnout rests heavily on the
individual's knowledge of its symptoms and on their
ability to self-observe, including to track and manage
their own psychological and emotional states.

In terms of organization, the best burnout-re-
ducing strategies are the provision of meaningful in-
centives and a stable and authentic concern for em-
ployees’ well-being.

On the level of institutions, partnerships between
social service agencies, public authorities and commu-
nities can provide additional means of resource shar-
ing and coordination. This type of partnership contrib-
utes to sustainable burnout prevention, particularly in
crisis situations where organizational resources may
be scarce [11].

Hence, an effective model of burnout prevention
should rest on a holistic perspective which considers
these levels as interfaced components of a system. This
model can be outlined as follows (ThL. 3).

odern human resource management today
tends to view employee well-being not sim-
ply as a recipient of support functions but
rather as a strategic aspect of organizational well-being
and performance. This transition illustrates the move
from a traditional personnel management model to a
humanistic model, treating employees as important as-
sets whose mind states affect organizational outcomes.

Table 2

Consequences of emotional burnout by level of impact

depression, loss of motivation

Level Key consequences Manifestations in practice Long-term effects
. ) . e o Health deterioration, pro-
. Emotional exhaustion, anxiety, Chronic fatigue, irritability, . ) P
Individual fessional disengagement,

detachment from clients

career exit

Decreased productivity, absen-
teeism, staff turnover, workplace
conflicts

Organizational

Reduced work quality, missed
deadlines, communication
breakdowns

Increased HR costs,
weakened organizational
performance

Decline in quality of social ser-

Societal vices, reduced accessibility, loss

Ineffective support for vulner-
able groups, service gaps

Weakening of social protec-
tion systems, social instability

development

programs, training initiatives

of trust
Source: formed on the basis of [9; 10].
Table 3
Model of emotional burnout prevention in the social sector
Level Key measures HRrole Expected outcomes
Psychological counseling, stress . Improved coping skills,
. y 9 HNSEling, St Providing access to support P ping
Individual management training, resilience reduced stress, higher well-

being

Workload optimization, well-
being programs, supportive
leadership

Organizational

Designing HR policies, foster-
ing positive work environment

Increased engagement,
reduced turnover, better
performance

Partnerships with NGOs, com-
munity support programs,
shared resources

Inter-institutional

Coordination and collabora-
tion with external stakeholders

Sustainable support systems,
enhanced service effective-
ness

Source: formed on the basis of [9; 10].
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In the social sector scalable way of thinking is
essential as the work is emotionally demanding. Con-
sequently, HR practices need to go beyond managing
performance and ensuring administrative control, by
including processes that contribute to psychological
resilience, emotional stability and sustainable profes-
sional commitment.

rom a theoretical perspective, successful HR

measures to prevent burnout are based on vari-

ous, partly converging approaches. According
to the job demands - resources (JD-R) model, job
demands can lead to burnout when demands are not
balanced by sufficient resources; thus, HR interven-
tions should aim to decrease excessive demands and
increase resources. Similarly, positive psychology ad-
vocates for creating environments conducive to posi-
tive functioning, such as meaningful work, supportive
relationships, and breaks.

Yet another key aspect is fostering psychologi-
cally safe workplaces where workers feel supported,
appreciated, and can voice concerns without fear of
retribution. Additionally, management style is influen-
tial, as leadership style directly affects the amount of
stress, the team atmosphere, and the engagement level
of its members. High EI leaders are also better able to
detect early indications of burnout and take appropri-
ate action.

To what extent prevention of emotional burnout
by HR interventions can be effective in practice de-
pends not only on the existence of such measures, but
also on their implementation on the ground, as well as
on the "fit" between what employees really need and
what these specific measures actually provide. Formal
regulations often coexist with high emotional demands
in the social services sector, which reduces their real
effect if they are not translated into everyday organi-
zational practice. HR instruments have to be imple-
mented with due regard to the specific character of the
work, the degree of the work load, and the psychologi-
cal hazards to which the personnel are exposed [12].

In this respect, HR prevention of emotional
burnout should be systemic in nature and encompass
organizational policies, individual support mecha-
nisms, and leadership practices. These are not stand-
alone interventions but rather complementary com-
ponents of an integrated prevention program (7bl. 4).

The review of HR instruments in Tbl. 4 indicates
that the most successful techniques to prevent burn-
out are those that combine interventions at multiple
levels (e. g., individual, organizational) and target both
the structural and individual sources of stress.

Specifically, organizational interventions, such as
workload adjustment and leadership training, establish
the foundations for reducing chronic stressors, and in-
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terventions focused on the individual improve the em-
ployee capacity of coping and resilience. Conversely,
the disjunction of these tool sets undermines their
potentiality, as social sector burnout is forged by a tu-
multuous amalgam of internal and external influences.
This highlights the utility of a more compre-
hensive and systems-coordinated approach extending
beyond the purview of a single organization. In this
regard, HR practices should align with wider inter-
institutional initiatives that seek to develop/expand
social sector worker support mechanisms. Such a
framework underpins the suggested burnout preven-
tion model, which combines individual, organizational
and inter-institutional aspects in a unified structure.

CONCLUSIONS

As a result of the study, it was found that emo-
tional burnout of social workers should be consid-
ered not as an individual psychological deviation, but
as a systemic phenomenon that is formed under the
influence of a combination of organizational, profes-
sional, social and crisis factors. It is shown that in
conditions of prolonged social upheavals and resource
constraints, the burden on workers becomes chronic,
which, in turn, accelerates the depletion of their emo-
tional and cognitive resources and reduces the effec-
tiveness of the provision of social services.

It is substantiated that the consequences of emo-
tional burnout are multi-level and manifest themselves
not only at the individual level (exhaustion, loss of mo-
tivation, decreased psychological stability), but also
at the level of organizations (decreased productivity,
increased staff turnover, deterioration in the quality of
management) and society as a whole (decreased acces-
sibility and quality of social services, loss of trust in
social protection institutions).

The scientific novelty of the results obtained lies
in the complex combination of approaches from social
psychology, personnel management and social work to
explain the mechanisms of burnout formation, as well
as in the proposed holistic vision of the system of its
prevention. Unlike most existing studies, the empha-
sis is placed not only on the description of the causes
and manifestations of burnout, but also on the integra-
tion of HR tools and inter-institutional interaction as
complementary elements of a single preventive model.

The practical significance of the results lies in
the possibility of their use in the development of per-
sonnel policy in the social sphere, the formation of
personnel support programs and the improvement
of management practices. The proposed approaches
can be applied both at the level of individual orga-
nizations and within broader partnership networks
between state institutions, public organizations and
local communities.
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Table 4

HR tools for preventing emotional burnout

HR tool

Key measures

HRrole

Expected outcomes Level of impact

Well-being programs

Stress management
workshops, mindful-

Design and imple-
mentation of well-

Reduced stress, im-

proved emotional Individual / Organi-

port services

support programs

ness training, recov- . . zational
. being strategies balance
ery practices
. . .- Improved copin
) Counseling, supervi- | Providing access to proved coping
Psychological sup- . . mechanisms, pre- -
sion, mental health professional psycho- Individual

logical assistance

vention of severe
burnout

Flexible work
arrangements

Remote work, flexible
schedules, workload
redistribution

Development
of adaptive work
policies

Better work-life bal-

. Organizational
ance, reduced fatigue 9

Leadership develop-
ment

Training in emotional
intelligence, sup-
portive leadership
practices

Training and evalua-
tion of managers

Healthier team cli-
mate, increased em-
ployee engagement

Organizational

Organizational cul-
ture development

Recognition systems,
open communica-
tion, feedback mech-
anisms

Shaping values and
internal communica-
tion

Increased trust,
reduced emotional
tension

Organizational

Workload manage-
ment

Task prioritization,
staffing optimization,
role clarity

Monitoring and
balancing workload

Prevention of over-
load, improved effi-
ciency

Organizational

Professional develop-
ment

Training, upskilling,
career planning

Supporting
continuous learning

Individual / Organi-
zational

Increased motivation,
sense of achievement

Source: formed on the basis of [13-15].

aking into account the results obtained, it is
advisable to formulate the following practical

recommendations:

+ for managers of social sphere organizations —
implementation of systemic workload man-

as well as studying the long-term consequences of
emotional exhaustion for the professional trajectory of

social workers. Special attention requires the study of

agement, development of a supportive leader-

ship style and formation of a culture of open

communication;

+ for HR specialists — integration of psychologi-

cal support, professional development and
well-being programs into the general person-
nel management system;
+ for government bodies and politicians — de-
velopment of regulatory and financial mecha- 2.
nisms to support social workers, in particular
in times of crisis and military challenges;
+ for public organizations and partner structu-
res — strengthening inter-institutional inter-

action to exchange resources, experience and 3.
practices of personnel support.
Promising areas of further research are empiri- 4.
cal verification of the effectiveness of the proposed HR
tools in different types of organizations, analysis of the 5.

impact of management styles on the level of burnout,
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digital personnel support tools and their role in reduc-
ing psychological stress in remote or mixed work. W
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