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ABSTRACT
Work-related anxiety and mental disorders are common among

tech employees. According to the International Journal of Social

Sciences [7], software developers have a considerably higher like-

lihood of feeling fatigue, burnout, anxiety, and stress, compared

to their colleagues who perform mechanical tasks. Deteriorating

mental health threatens the well-being of employees and the com-

panies’ overall productivity. Retaining developers in today’s “Great

Resignation” era requires companies create the right balance in

building team cultures that allow for high performance and work-

force engagement without inducing high stress and burnout [3].

An organization culture that promotes psychological safety [1],

shared responsibilities[6], and out-of-box thinking [12] can im-

prove team performance as workers in such a culture feel engaged,

motivated, and responsible for their teams’ products. Indeed, prior

DevOps research [2, 5] has found direct association between cul-

ture and less burnout, and impact of culture on software delivery

performance, separately.

However, burnout and performance are closely connected—high

performance teams may feel higher pressure and therefore have

higher burnout. Therefore, it is important to study the triadic re-

lationship in its entirety. Our hypothesis is that organizational

cultures that are “generative” reduce the burnout that

may come from high-performance. Ron Westrum categorized or-

ganization culture as a spectrum bookended by Pathological (where
teams have low cooperation, consider failure as guilt, have em-

ployees constantly looking for a scapegoat, and crush novelty) and

Generative (where teams have high cooperation, share risks and

responsibilities, encourage exchange between departments, are

performance-oriented, and incentivize innovation and change).

Fig.1 models this triadic relationship, where we investigate how

organizational culture can be a moderator between high perfor-

mance (denoted by “stability”) and developer well-being (denoted

by “less burnout’).

We evaluate the model empirically through a survey (N = 840

developers) at Globant. Globant is a multinational consulting com-

pany, where Globant developers embed in client teams with differ-

ent corporate cultures. The eight survey questions [10] used for

this model were inspired by previous instruments [2, 5, 11]; . We

used the Smart-PLS 3.2.8 software [9] and Partial Least Squares -

Structural Equation Models (PLS-SEM) with Moderation analysis

methods [8] to investigate the relationships between stability, orga-

nizational culture, and well-being. Our model presented a good fit

value (SRMR = .06), with no collinearity issues (Variance Inflation

Factor below 5), and acceptable explanatory power (R2 .15) [4].
Therefore, our results support the hypothesis that organizational

culture not only directly impacts developer well-being, but also

is a moderator in reducing burnout when teams strive for high

performance (p<0.05, Fig.1). That is, high performance teams can

have higher burnout, but this impact is lessened in generative or-

ganization cultures.

Our results allow for actionable insights, since organizational

culture can be adapted to reduce burnout while keeping high per-

formance. Based on these results Globant is creating online content

to train teams on practices that help teams to move from Patho-

logical cultures to more Generative cultures. For example, how

to create psychological safety when doing postmortem analysis.

As next steps, we will evaluate how velocity (e.g., lead time for

changes and deploy frequency) affects burnout. We are also evalu-

ating how technical processes (such as, test-driven development,

deployment automation) as well as management practices (such

as, work-in-process limits) act as moderators to the relationship

between performance and burnout.
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Figure 1: Item loadings and path coefficients (p < 0.05 indi-
cated by a full line and p >= 0.05 indicated by dashed lines

REFERENCES
[1] Amy C Edmondson. 2018. The fearless organization: Creating psychological safety

in the workplace for learning, innovation, and growth. John Wiley & Sons.

[2] Nicole Forsgren and Jez Humble. 2016. The role of continuous delivery in IT and

organizational performance. Western Decision Sciences Institute (WDSI) (2016).
[3] Daniel Graziotin and Fabian Fagerholm. 2019. Happiness and the productivity of

software engineers. In Rethinking Productivity in Software Engineering. Springer.
[4] Joseph Hair Jr, G Hult, Tomas M, Christian Ringle, and Marko Sarstedt. 2021.

A primer on partial least squares structural equation modeling (PLS-SEM). Sage
publications.

[5] Jez Humble andGene Kim. 2018. Accelerate: The science of lean software and devops:
Building and scaling high performing technology organizations. IT Revolution.

[6] Julie A Meek. 2014. Aligning Shared Responsibilities With Shared Rewards to

Create an Effective Work Culture. Clinical Nurse Specialist 28, 4 (2014).
[7] Ramyashilpa D Nayak. 2014. Anxiety and mental health of software professionals

and mechanical professionals. Int. j. soc. sci. humanit. invent. 3, 2 (2014).
[8] Daniel Russo and Klaas-Jan Stol. 2021. PLS-SEM for Software Engineering

Research: An Introduction and Survey. ACM Comput Surv 54, 4 (2021).

[9] Marko Sarstedt and Jun-Hwa Cheah. 2019. Partial least squares structural equa-

tion modeling using SmartPLS: a software review.

[10] B. Trinkenreich. 2022. Online Appendix. https://figshare.com/articles/dataset/

Performance_Burnout_and_Culture/20452797.

[11] Ron Westrum. 2004. A typology of organisational cultures. BMJ Quality & Safety
13, suppl 2 (2004).

[12] Anja Wölbling, Kira Krämer, Clemens N Buss, Katrin Dribbisch, Peter LoBue,

and Abraham Taherivand. 2012. Design thinking: An innovative concept for

developing user-centered software. In Software for people. Springer.

https://figshare.com/articles/dataset/Performance_Burnout_and_Culture/20452797
https://figshare.com/articles/dataset/Performance_Burnout_and_Culture/20452797

	Abstract
	References

