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SOCIO-DEMOGRAPHIC FACTORS OF
EMPLOYEES’ PROFESSIONAL MOBILITY AT
UKRAINIAN ENERGY ENTERPRISES

ABSTRACT

The article is devoted to the comparative analysis of the career growth dynamics, in-
herent to employees with different socio-demographic characteristics (women and men,
persons involved and not involved in parental responsibilities) according to data on
Ukrainian energy companies. To assess such dynamics, indicators of speed and ampli-
tude of progress in the levels of the skill-occupational hierarchy have been developed.
Comparing these indicators for different socio-demographic groups of staff (identical in
other factors of career dynamics), the authors obtained comparative characteristics of
the career opportunities, created by enterprises in the energetic sector for women and
men, persons involved and not involved in parenting.

In particular, women are significantly inferior to men in the dynamics of their careers,
which is manifested in two main aspects, for which there is a formal confirmation of the
statistical significance of differences:

1) the share of women working in energy companies who do not make any transition
to a higher qualification level (career amplitude is "0" for 10 - 20 years of work at the
enterprise) is much higher than the share of men with similar stagnation career;

2) During their employment at the energy company, women make on average a much
smaller number of transitions to a higher level of occupational-skill hierarchy and face
a much longer period of waiting for the next promotion.

Employees of energy companies involved in childcare have even higher averages of the
amplitude and speed of their careers than all respondents and respondents who are not
involved in parenting. This can be explained by the greater career ambitions of people
who have started family life and taken responsibility for the children

Keywords: factors of career dynamics, gender, occupational-skill hierarchy, involve-
ment in childcare, career growing

JEL Classification: 126, J16

INTRODUCTION

Studies of staff’s professional mobility deal with the extremely complex, multi-layered
structure of the study subject. That brings together the interests of workers who, by
developing their professional mobility, gain access to more attractive opportunities to
realize their economic potential, and employers who, by hiring more skilled and produc-
tive workers, have to accept higher risks of their switching to another employer, or even
competitor, as was researched in [1]). For employers, the staff's professional mobility
growth is accompanied by increasing wages, required to keep the employee in the
workplace. In this area, there are patterns of individual behavior at different stages of
working life and social development, including changes in the structure of employment
and the movement of the majority of employees in the field of intangible production,
are accompanied by increasing socio-economic efficiency of employment and harmoni-
zation of economic growth priorities with environmental sustainability [2]. However,
quantitative characteristics that can be used to assess the professional mobility of staff
(a certain group, selected by professional qualifications or socio-demographic charac-
teristics) do not have an unambiguous interpretation, even in the context of a particular
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strategy of enterprise or society. The opportunity to define the link between characteristics of mobility (potential and
realized through certain career changes), and the target performance of the enterprise (industry, region, society), in our
opinion, is to take into account the factors of such mobility. In particular, in this study, we will try to describe the connection
between the system of professional mobility indicators, developed by the authors, with the socio-demographic character-
istics of employees. That should allow localizing both the reasons that limit the professional mobility of workers and the
areas of reserves formation, for the full realization of existing labor potential and become closer to the optimal placement
of workers in accordance with the available reserves of their human capital.

LITERATURE REVIEW

Most works on the professional mobility of enterprises’ personnel (employed in the industry or economy) consider it not in
the context of links with target indicators of a company (regional or sectoral production complex), but separately, which
significantly reduces the value of such research as a rationalization factor of professional mobility management. In partic-
ular, in [3 - 5] the classification of types of professional mobility is suitable for textbooks, rather than for scientific publi-
cations. Works [6; 8] state the complexity of professional mobility consequences. In particular, external labor migration in
the work [8] is defined as a form of manifestation of the "international mobility" of workers. At the same time, the main
consequences of this form of professional mobility in this research are defined as follows: “Among the direct positive
consequences, the main ones are the decreasing of pressure on the labor market and reduction of unemployment. Among
the negative ones are the migration of the most active part of the labor force, the migration of young people and the most
qualified specialists, which causes a shortage of labor in the labor market of Ukraine "[8, p. 515]. Accordingly, the role of
such mobility as a factor of including employment opportunities abroad in the list of alternatives, available to domestic
workers is ignored. This means that the increasing pressure on the level of wages (required to be ensured by domestic
employers to compensate the employee who refuses to work abroad and keep their job supply), caused by the growth of
workers' international mobility is not taken into account. And that distances mentioned research from the theoretical basis
of the modern vision of "fair market price of production resources" as the remuneration, needed to compensate for refusing
the best available alternative. According to this conceptual vision, "positive" in terms of employee’s economic interests,
can be called those forms of change of professional mobility, which provide access to new - more attractive alternative
opportunities to realize their economic potential [9].

But even the articles of domestic authors which are written in the context of Western researches [10, 11], differ significantly
by they tend to consider occupational mobility outside the context of the factors that determine such mobility. In particular,
the works that contain attempts to quantify occupational mobility of the certain personnel group for a particular enterprise
(economic sector, industry) don't use methods of comparative analysis: they don't establish a formal connection between
certain traits of workers and certain characteristics of their professional mobility. Accordingly, the advantages of the ap-
proaches proposed in this study, first, is the use of the theoretical basis of human capital theory, which considers career
growth rate (one of the defining forms of professional mobility) as an important form of return on human capital investment
[12]. Second, such approaches allow increasing the value of research in the context of the concept of human rights,
equality, and non-discrimination, as important conditions for sustainable development of organizations and society as a
whole [13, 14].

AIMS AND OBIJECTIVES

Approve the author's approaches to the comparative analysis of vertical occupational mobility of workers with different
socio-demographic characteristics, thus ensuring the localization of both the reasons that hinder the professional growth
of workers and opportunities to provide access to all socio-demographic groups to better opportunities for occupational
mobility.

METHODS

The research database is formed on the basis of a sample survey of thermal energy generation enterprises, electricity
transmission, and distribution enterprises, and engineering enterprises. The general population for the sample is thus the
staff of energy sector enterprises, but industry affiliation is not a critical criterion for determining the scope for possible
dissemination of sample results.
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The total number of respondents in the sample is 216 people. Of these, 130 men (60.2%) and 86 women (39.8%). The
vast majority of respondents - 187 people, or 86.6% have higher education (151 of them, i.e. 69.9% - specialized in
accordance with their current employment).

Accordingly, the structure of the sample deviates from the structure of the general population in terms of gender and
qualifications, which doesn't allow to consider the sample as representative. However, the shift in the estimates of the
sample is quite predictable: the sample overestimates the share of women and the share of people with higher education
compared to the general population. Accordingly, in further studies, provided that the number of respondents expands
and statistically significant estimates are obtained for individual subgroups in the sample, the results, obtained in this study
can be recomputed through the defining new weight coefficients for gender and qualification groups of respondents. Given
that the task of this study is only to test the tools and highlight the most valuable trends and characteristics of workers’
occupational mobility based on the data of the energy sector of the Ukrainian economy, sample estimates are suitable for
interpretation in the context of this research.

Indicators of the amplitude and speed of respondents’ career growth were used to quantify the realized professional
mobility of employees. Accordingly, only the vertical occupational mobility realized during the work at the enterprise is
taken into account.

The comparative analysis of the "amplitude" of career growth of women and men is based on data on the number of levels
of occupational-skill hierarchy that women and men managed to pass during their employment at the company where
they are employed at the time of the survey (how much higher is their current position in the occupational-skill hierarchy,
by compare with the first position in the company where they currently work). To classify the jobs (positions in the
occupational-skill hierarchy) indicated by the respondents to a certain qualification level, the international classification
ISCO-08 and reference books of qualification characteristics of workers' professions were used. In particular, such issues
of Handbook of qualification characteristics of occupations of workers were used as Issues 5 and 6 "Extractive Industry";
Issue 62 "Production and distribution of electricity"; Issue 63 "Gas farm of cities, towns, and settlements", as well as issue
1 "Occupations of workers that are common for all kind of economic activities".

The comparative analysis of the "rate" of career growth of women and men was conducted using the same data but
converts them per unit of length of service in the company where respondents are employed at the time of the survey.
Thus, instead of the "career distance" covered by women and men, the calculations use the "speed" of the career move-
ment - the average number of qualification levels passed during the year of employment. The average length of stay at
the same qualification level is used as a similar in content but inverse dimension.

The generalized characteristic of vertical professional mobility of respondents is calculated according to the data on the
occupational-skill level of the first job where the respondent was employed and the occupational-skill level of the workplace
where he works at the time of the survey.

Given that the indicators of the amplitude and rate of career growth are insensitive to the dynamics of the qualifications
shifts, occurring within the one occupational-skill level (for example, the growth of the engineer’s category of or grade of
the worker within the same occupational-skill level — “qualified workers”) the more sensitive indicators were calculated as
an additional clarification of career growth rate. The information base for such calculations was the respondents' answers
about the number of times they received promotions (transfer to a job that involves higher pay and qualification require-
ments).

Gender and family status data provided in the questionnaires were used to group the respondents. Accordingly, by calcu-
lating the amplitude and rate of career growth separately for each target group of respondents (for men and women, for
respondents involved in childcare, and those who do not participate in childcare), we obtained comparable quantitative
estimates of career dynamics growth for employees of Ukrainian energy enterprises with different features of the studied
socio-demographic characteristics.

To calculate the quantitative assessment of "education level", we used the weighted average formula, where the weights
were the share of employees with a certain educational level, and indicators: scores from "1" - "educational level, below
vocational education” to " 5"- scientific level of higher education. Grade "2" corresponded to vocational education, Grade
"3" - basic higher education, grade "4" - complete higher education;

RESULTS

Baseline assessment of career diversity between groups of respondents with different socio-demographic characteristics
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According to the data on the first and current position of respondents in the occupational-skill hierarchy, the average
number of qualification levels passed during work at the enterprise by women and men and persons involved in childcare
and those who was not calculated. The baseline indicators used for further analytical calculations and formal estimates of
their statistical reliability are summarized in Table 1.

Table 1. Basic indicators for the analysis of occupational mobility of respondents from different socio-demographic groups.

I The average number of times when re-
Average number of qualification levels . -
: . A spondents received promotions (transfer to
Share in total re- passed during the period of employ- . . . o
Number, , . . . . a job that involves higher pay and qualifica-
spondents ment (indicator isn't sensitive to shifts : " g . -
persons . . - tion requirements (indicator is sensitive to
number, % in career, occurring within the same oc- e . s
. . shifts in career, occurring within the same
cupational-skills level) . ]
occupational-skills level)
N o o o -
Al respondents 216 100 1.53 (systematic bias is 0.234, or 15.3% | 2.5 systematic bias is 0.260, or 10.4% of av-
of average on sample) erage on sample)
First target group (female) 86 398 0.965 (systematic bias is 0.307, or | 2.24 (systematic bias is 0,307, or 31,8% of
31.8% of average on sample) average on sample)
Second target group 130 60.2 1.91 (systematic bias is 0.315, or 16.5% | 2.68 systematic bias is 0.343, or 12.80% of
(male) ' of average on sample) average on sample)
Third target group (in- 1.625 (systematic bias is 0.325, or | 2.804 systematic bias is 0.380, or 13.57% of
; 112 51.85
volved to childcare) 19.98% of average on sample) average on sample)
Fourth target group (not 104 48.15 1.43 (systematic bias is 0.336, or 23.4% | 2.18 (systematic bias is 0.342, or 15.67% of
involved to childcare) ' of average on sample) average on sample)

Gender aspect. The initial analysis of the data in Table 1 shows significant differences in the amplitude of professional
growth for men and women.

A more detailed analysis confirms the statistical significance of the differences in career dynamics observed between
women and men. During their work at the enterprise, men rise in the occupational-skills hierarchy on average by 1.9
levels, and taking into account the promotions within one occupational-skills level — receive 2.68 promotions during the
work at the enterprise. Similar indicators for women are significantly lower: during the time of work at the enterprise,
women rise by 0.96 level and taking into account the increase within one occupational-skills level — receive a 2.24 increase
during the time of employment at the enterprise. The first indicator for women is almost twice lower than for men, the
difference for the second: is 83.6%, of the indicator size for women.

The fact that the difference between the average number of levels passed only by those women and men who improved
their position in the occupational-skills hierarchy is much smaller than the difference calculated for all respondents shows
that a significant impact on the gender gap in career growth is caused by "Immobility" of a significant proportion of women.
The share of respondents who improved their position (have a non-zero number of levels passed during employment at
the enterprise) is significantly lower among women than among men (46.5% vs. 71.5%).

Significant differences are evidenced by data on the distribution of the number of women and men between groups with
different numbers of levels passed (Table 2).

Table 2. Distribution of the number of men and women by the amplitude of growth in the occupational-skill hierarchy, during their work
at the enterprise.

Number of qualification levels female male — . -
passed during the period of em- Statistical S|gn|f|::ance”of dlzferencef
ployment person % person % between groups "male” and “female
6 0 0.0 2 1.5
5 3 3.5 15 11.5 significant at p = 10%
4 4 4.7 13 10.0
3 9 10.5 11 8.5
2 4 4.7 30 23.1 significant at p = 1%
1 20 23.3 22 16.9
0 44 51.2 34 26.2 significant at p = 1%
-1 1 1.2 1 0.8
-2 1 1.2 1 0.8
-3 0 0.0 1 0.8
Total 86 100 130 100
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An increase on six levels in the occupational-skills hierarchy of the enterprise is observed only for men - none of the female
respondents showed such an amplitude of career growth as 1.5% of male respondents with the highest amplitude of
career growth.

3.5% of female respondents and 11.5% of male respondents recorded an increase of 5 levels in the occupational-skills
hierarchy during their period of work at the enterprise: we see that almost three times more men show high results in
professional qualification growth than women.

Employees who managed to rise at 4 levels in the occupational-skills hierarchy during their work at the enterprise have a
share of 4.7% among women and 10.0% among men (almost 2.5 times higher share of the group with medium-high
amplitude career growth among men than among women).

However, groups with moderate and low amplitudes of career growth have a larger share among women: growth at three
levels in the occupational-skills hierarchy during the time of work at the company was recorded for 10.5% of women
respondents and 8.5% of men. 23.3% of women respondents and 16.9% of men have risen to one level in the occupa-
tional-skills hierarchy, compared to the first job at the enterprise.

Finally, 51.2% of women respondents and only 26.2% of men show zero dynamics (remained at the same level at which
they started working).

Women also have a higher proportion of respondents who have negative career dynamics (occupy a position at a lower
level than the one from which employment in the enterprise began).

The aspect of involvement in childcare. General data on the differentiation of the career growth amplitude of em-
ployees, which are involved in childcare (living with their minor children) and those, who are not involved (don't have
children, live separately from them, or have adult children) shows such tendencies. First — the low absolute and relative
differences between the representatives of these groups. Secondly, a higher amplitude of career growth of employees
involved in childcare (Table 1).

Employees who are not involved in childcare while working at the company on average rise in the occupational-skill
hierarchy by 1.43 level and receive 2.18 promotions (including promotions within one occupational-skill level). Similar
figures for the group of respondents living with minor children are equal to 1.63 levels (13.4% more than those who are
not involved) and 2.8 promotions (28.5% more than employees not involved in education).

The explanation of this situation may be related to the influence of the unaccounted factor influencing the differentiation
of career growth amplitude. If the average age and work experience of respondents involved in childcare are greater than
the analogous features of respondents not involved in childcare, then, in fact, the explanation for the differences observed
may be related to the age of respondents. However, in reality, there are no statistically significant differences in age
between the two selected groups, and the age of the respondents, in turn, has only a moderate correlation with the
amplitude of career growth, which suggests that the hypothesis of marital status (involvement in childcare) is a significant
factor of career dynamics.

A more detailed analysis of data on the career growth amplitude of employees, who are involved and not involved in
childcare has shown that the distribution of the nhumber of respondents in both groups by the number of levels passed in
the occupational-skill hierarchy and the number of promotions is not fundamentally different (Tables 3 and 4).

In both groups of respondents, the largest share has those who have not improved their professional qualifications during
their work at the company: 35.7% among those, who are involved in childcare and 36.5% — among those who are not.

In order to exceed the limit of two-thirds of the respondents in the relevant group, it is necessary to take into account
those who did not improve their professional qualifications during their work at the energy company, those who rose to
one level, and two levels in the occupational-skill hierarchy. According to the respondents involved in the childcare, these
three subgroups give 73.2% of the total number, and according to the respondents not involved — 69.2%.

The highest indicators of career amplitude (four and five passed levels) have less than 10% in each group of respondents.
4 passed levels have 8.04% among those involved in childcare and 7.7% — among non-involved. 9.8% of respondents
who care about children have 5 passed levels and 6.7 — among those who do not care.
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Table 3. Distribution of the number of involved and not involved in childcare by the number of qualification levels passed, during their

work at the enterprise.

Number of qualification levels Involved in childcare Not involved in childcare . . .
. . Statistical significance of differences
passed during the period of em-
ployment persons %, persons % between groups
6 1 0.89 1 0.96
5 11 9.82 7 6.73
4 9 8.04 8 7.69
3 7 6.25 13 12.50 significant at p = 10%
2 25 22.32 9 8.65 significant at p = 5%
1 17 15.18 25 24.04
0 40 35.71 38 36.54
Total 110 98.21 101 97.12

Table 4. Distribution of the number of involved and not involved in childcare by the number of promotions, gained during their work at

the enterprise.

. . Involved in childcare Not involved in childcare Statistical significance of differences
Number of promotions obtained
persons %, persons persons between groups

10 1 0.89 0 0

9 1 0.89 0 0

8 2 1.79 1 0.96

7 1 0.89 0 0.00

6 5 4.46 4 3.85

5 9 8.04 4 3.85

4 16 14.29 18 17.31

3 28 25.00 14 13.46 significant at p = 10%
2 16 14.29 21 20.19

1 17 15.18 19 18.27

0 16 14.29 23 22.12

Total 112 100.00 104 100.00

The characteristics, shown in the tables, are the evidence that involvement in childcare is not a significant factor of differ-
entiating the amplitude of career growth, which indicates in favour of the policy of inclusive career opportunities in the
surveyed energy companies.

All these characteristics of career growth are united by one common feature, which leaves the possibility of an ambiguous
interpretation of the results. All amplitude indicators are calculated for the entire actual time of work at the enterprise,
which makes all indicators dependent on the length of service: it is clear that if other things being equal, a longer period
of work allows one to pass more levels in the occupational-skill hierarchy and get more promotions. Therefore, the differ-
entiation found in our study can be interpreted as a sign of the influence of certain socio-demographic characteristics on
the dynamics of career growth under at least one of two conditions.

The first — is the absence of significant differences between the characteristics of work experience in the group’s "women"
and "men" and "involved in childcare" and "not involved in childcare". This condition is met for both groups. For women,
the average length of service is even higher than the length of service for men. For men, the average length of service at
the enterprise is 15.2 years, and for female respondents - 18.6 years. Thus, the differentiation of career growth amplitude
between women and men is not related to the length of the total length of service in the enterprise (female respondents
have even longer average length of service than men) and indicates qualitative differences in career opportunities, which
have in energy women and men.

We obtained similar results with regard to the differentiation of work experience for employees involved and not involved
in childcare. The average work experience of respondents involved in childcare is 15.9 years, and for those who are not
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involved — 17.2 years, so we see the fulfillment of the first condition necessary to interpret the differences in career
dynamics as a result of certain socio-demographic characteristics, rather than a manifestation of the influence of another
factor not taken into account. For the representatives of the selected groups, the length of service does not have statisti-
cally significant differences, so the estimated indicators of career amplitude reflect the influence of family status (involve-
ment in childcare) and not the influence of other factors.

The second condition — if the differences in the amplitude of career growth shell be confirmed by indicators of the rate of
career growth. To assess the rate of career growth in all selected socio-demographic groups were calculated indicators of
the average number of passed qualification levels per year of service and indicators of the average number of promotions
received per year of service (Table 5).

The data in the table fully confirm the differentiation found in terms of career growth amplitude.

Women have a much lower average rate of advancement in the occupational-skill hierarchy than men. On average, women
are at the same level for 24.1 years, compared to 7.3 years for men. Women receive an average of 0.13 promotions per
year (7.6 years is the average period between two promotions), and men 0.194 per year (only 5.1 years between two
promotions).

There are no statistically significant differences in the dynamics of career growth in the groups of respondents selected on
the basis of involvement in childcare. For employees of energy companies involved in childcare, the average length of
being at one level of the occupational-skill hierarchy is 8.8 years, for employees who are not involved — 12.0. The difference
in the frequency of promotions (including promotions within one qualification level) is even smaller: for respondents in-
volved in childcare, the average duration of the period between promotions is 5.13 years, and for non-involved - 7.06
years.

Table 5. Indicators of the rate of career dynamics for target socio-demographic groups.

Average number of
passed qualification lev-
els per year of service at

enterprise

Average duration of be-
ing at the same level of
the occupational-skill
hierarchy, years

Average number of pro-
motions per year of ser-
vice at enterprise

Average duration of the
period between two
promotions, years

0.097

10.3

0.169

5.9

All respondents

systematic bias is 0,019, or 20.4% of the average on the
sample

systematic bias is 0,019, or 10,98% of the average on the
sample

First target group (fe-
male)

0.041 ‘ 241

0.132 ’ 7.6

systematic bias is 0.006, or 15.50% of the average on the
sample

systematic bias is 0.013, abo 9.8% of the average on the
sample

Second target group
(male)

0.138 ‘ 7.3

0.194 ’ 5.2

systematic bias is 0.027, or 19.50% of the average on the
sample

systematic bias is 0.024, or 12.15% of the average on the
sample

Third target group (in-
volved to childcare)

0.114 ‘ 8.78

0.195 ’ 5.13

systematic bias is 0.020, or 17.7% of the average on the
sample

systematic bias is 0.023, or 11.8% of the average on the
sample

Fourth target group
(not involved to child-
care)

0.083 ‘ 12.0

0.142 ’ 7.06

systematic bias is 0.015, or 18.3% of the average on the
sample

systematic bias is 0.021, or 14.5% of the average on the
sample

The greater career ambitions of people who started a family and took responsibility for children may explain the differences
in the dynamics of career growth of respondents who are involved and not involved in childcare. Testing this hypothesis
may be the subject of further research on the topics of this article. However, the results already obtained show that the
overall level of inclusiveness of career opportunities, created by energy companies in relation to people involved in childcare
is quite high. After all, there were no statistical signs of worse career conditions for employees involved in childcare
compared to employees who are not involved in parenting.

CONCLUSIONS

The analysis of the amplitude and speed of women’s and men’s career growth, both taking into account only the movement
between the levels of occupational-skill hierarchy, and taking into account the promotions, received within one level of
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such hierarchy, show significantly fewer opportunities for women to improve their professional position than observed for
men. The discrepancy between the share of women and men who at the moment of the survey did not make progress on
their position in the occupational-skill hierarchy has sufficient statistical significance to disseminate the results to the main
entity (women and men working in the Ukrainian energy sector). And the fact that the women part of the sample has, on
average, more experience and a higher average age shows that these samples can only reduce, but not increase, the
inequality between the career outcomes of women and men, which is inherent to the general population.

Thus, women are significantly inferior to men in the dynamics of their careers, which is manifested in two main aspects,
for which there is the formal confirmation of the statistical significance of differences:

1) the share of women working in energy companies who do not make any transition to a higher qualification level
(career amplitude is "0" for 10 - 20 years of work at the enterprise) is much higher than the share of men with similar
stagnation career;

2) During their employment at the energy company, women make on average a much smaller number of transitions to
a higher level of occupational-skill hierarchy and face a much longer period of waiting for the next promotion.

Employees of energy companies involved in childcare have even higher averages of the amplitude and speed of their
careers than all respondents and respondents who are not involved in parenting. This can be explained by the greater
career ambitions of people who have started family life and taken responsibility for the children. The obtained results show
that the general level of inclusiveness of career opportunities, created by energy companies in relation to people, involved
in childcare is quite high.

The approbation results of the tools, developed by the authors for estimating the career dynamics of persons with different
socio-demographic characteristics allow us to consider it applicable for determining socio-demographic factors, which are
accelerating or slowing down career development and assessing the inclusiveness of career opportunities created by en-
terprises for different socio-demographic groups. In particular, the use of career amplitude indicators has led to well-
grounded results in differentiating the conditions for professional growth that women and men, and those who combine
employment with parental responsibilities have in the energy sector.
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Cambopcbkmii O., CamivinieHko A., Muxavsirok M., MesibHuk B.

COUIANIbHO-AEMOIMPA®GIYHI ®AKTOPU MPOMECINHOI MOBL/IbHOCTI NPALIIBHMKIB HA
NIANPUEMCTBAX EHEPTETUKU YKPAIHU

CTaTtTa NnpucBsYeHa NopiBHANbHOMY aHani3y AWHaMIK1 Kap'epHOMO 3pOCTaHHS, WO CNOCTEPIraETbCs CTOCOBHO NpauiBHUKIB
i3 pi3HUMK couianbHo-aemMorpadivyHMK XapakTepucTukamm (KiHKM Ta YonoBikKM, 0cobu, 3anyyeHi Ta He 3any4deHi o 6atb-
KiBCbKUX 0BOB'AI3KIB), 3@ AAHMMMU €HEpPreTUYHMX KoMMaHii YkpaiHu. [ns ouiHKU Takoi AMHaMikvM po3pobieHO MOKa3HUKK
LUBMAKOCTI 1 aMMAiTyAu 3pOCTaHHs 3a piBHsSIMU KBanidikaLiiHo-npodeciliHoi iepapxii. MopiBHIOKYM Lii MOKA3HUKKM Afis pi3-
HUX couianbHO-AeMorpadivyHnX rpyn nepcoHany (iAeHTUYHKUX 3a IHWKUMKU (akTopaMmn Kap'epHOI ANHAMIKK), aBTOpU OTpU-
Maniv MOPIBHSIIIbHY XapakKTEPUCTUKY Kap'EPHUX MOXXTMBOCTEM, CTBOPEHMX MiANPUEMCTBAMU EHEPreTUYHOMO CeKTopa Ans
XIHOK Ta Y0NOBIKiB, OCi6, 3any4YeHMX Ta He 3a/TyYeHUX 40 BUXOBAHHS AiTeM.

30KpeMa >XiHKM 3HAYHO NMOCTYNAaKTbCA YOSI0BIKaM Y AMHAMIL Kap'€pHOrO 3pOCTaHHS, WO NPOSBASETLCA Y ABOX OCHOBHUX
acnekTax, Ae 3adikcoBaHO CTaTUCTUYHO 3HaYyLUi BiAMIHHOCTI:

1) yacTka XiHOK, NpaLtooUMX B EHEPreTUYHUX KOMMAHISIX, SiKi He 3AIMCHIOITb XXOAHOro Nepexody Ha BULLMI piBeHb KBa-
nidikauii (amnnityaa kap’epu «0» 3a 10-20 pokie poboTu Ha NiANPUEMCTBI), 3HAYHO NEPEBMILLYE YACTKy YOJOBIKIB i3 noai-
6HOO CTarHaduieto NpoheciiHoro pPo3BUTKY;

2) nia Yac poboTN B eHepreTUYHI KOMMaHil XIiHKW 3A4IMCHIOTb Y cepeAHbOMy HabaraTo MeHLLY KifbKiCTb NepexoaiB Ha
BULLMIA piBeHb NpodeciiHo-kBanidikaLiMHOi iepapxii Ta MaloTb 3Ha4YHO GiNblUKMIA Nepioa OYiKyBaHHS HacTYMHOro niaBu-
LLEHHS.

MpaLiBHUKN EHEPreTUYHUX KOMMaHil, sIki 3alMaloTbCsl IOrNS10M 3a AiTbMU, MaloTh HaBIiTb BUILLI cepeiHi MOKa3HUKK aMn-
NiTyan Ta WBMAKOCTI CBOEI Kap'epu, HiX YCi pecrnoHAEeHTU Ta PeCrnoHAEHTU, SKi He 3aliMaloTbCs BUXOBaHHSAM aiTei. Lle
MOXXHa MOSICHATY BiNbLUMMM Kap'epHUMUK aMBiLisiMK NoZIEN, SIKi NoYanu ciMeiHe XUTTS Ta B3sSnM Ha cebe BianoBiAanbHICTb
3a fiTen.

KnrouoBi cnoBa: dakTtopy avHaMiku kap'epu, reHaep, npodeciiiHo-kBanidikauiiHa iepapxisi, 3any4YeHHs Ao fornsgy 3a
OVTUHOIO, Kap'€pHE 3pOCTaHHS
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