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FEHAEPHI OCOBJIMBOCTI PO3BUTKY JIIOACBKOIO KAMITAIY YKPAIHW: IMNIEMEHTAL|ISA
AEPXABHOI MONITUKA

GENDER-SPECIFIC ASPECTS OF HUMAN CAPITAL DEVELOPMENT IN UKRAINE:
IMPLEMENTATION OF STATE POLICY

AHoTauif. Y cTaTTi HaBefeHO pe3ynbTaTi aHanidy reHaepHUX 0cobIMBOCTEN OKPEMUX CKIaZ0BMX
cucTEMM (POPMYBAHHS | BUKOPUCTAHHS JIOACHKOro Kanitany YKpaiHu B KOHTEKCTi pO3BUTKY TEOPETUYHOMO
NiArpyHTS 4N BOOCKOHANEHHS MOTMBALIMHOIO MeXaHiaMy CTUMYMIOBaHHS TPYAOBOI aKTUBHOCTI rpoMaisiH
[epxaBol. B npoueci aHKeTyBaHHS ypaxoByBanMCs CUCTEMA LiHHOCTEW, HOPMU i XapakTepuUCTUKM
Y4OSIOBIYOI 11 XKIHOYOT MOBEAIHKM, CTUMb XKUTTA Ta CNOCOBM MUCIIEHHS, B3aEMUHW Ta POSTi XKIHOK i YOOBIKIB,
HabyTWUX HAMM SIK 0COBUCTOCTAMY B NpoLeci cowlianisavii.

BusiBrieHo icHyBaHHA oOkpemux [AucbanaHciB Yy CBITOMMSAQHIA CUCTEMI XiHOYOI cTaTi LWoAo
NepCrneKT1B BUKOPUCTAHHS TPYAOBOrO NOTEHLiany 0COBUCTICTHO, O CBIAYUTbL NPO HASIBHICTL NPOBIIEMHMX
NUTaHb y AepXaBHiN NoNiTULi 3 POpMyBaHHS YMOB BUKOPUCTaHHS MIOACHKOrO Kanitany KpaiHu.

OBrpyHTOBaHO HEOOXiAHICTb BpaxyBaHHA reHAEPHWX 0cObnMBOCTEN Yy Npoueci HOPMYBaHHS |
BMKOPUCTaHHS JIIOACLKOrO Kanitany B Npoueci iMnneMeHTaLlii MOTMBALIMHOTO MeXaHi3My CTUMYmoBaHHS
TPYZOBOI aKTUBHOCTI FPOMagsiH.

3anponoHOBaHO HaNPsIMK AePXXaBHOI NOMITUKN BpaxyBaHHs reHAepHUX 0COBNMBOCTEN cepep SKUX:
BMBEAEHHS YaCTUHM XIHOYOI NpaLli 38 pamMKu JOMOrOCMoAapCTBa LLISXOM PO3BUTKY AOCTYMHOTO 3a LiHOK
nobyToBOro 0BCMYroByBaHHA HaceNeHHs; (hOPMYBaHHS HOBOMO CYCMIfIbHOTO MOFASAY Ha POfib KOXHOrO
yfieHa POAMHM Y [OMALLHBOMY rOoCnofaptoBaHHi; CTBOPEHHS HOBUX EKOHOMIYHMX MiXogiB 4O npouecy
BUPOBHMLTBA Ta peanisalii nobyToBOI TEXHiKK, Ska 3a CBOIM (DYHKLIOHASbHUM MPU3HAYEHHSM MOXe
3HAYHO 3MEHLLWTM YacTKy npaLli XiHKW y pamkax JOMOrocrnogapctaa Ha KOpUCTb NPOGECINHOI AiSNBHOCTI.

KntoyoBi cnoBa: reHaep, reHAepHi YWMHHWKW, AemorpadpiyHi TPeHAMW, OepxaBHa MosiTuka,
[EpXaBHa reHAepHa MOMiTMKA, IOACBKWIA KaniTan, MirpauiiHi npouecy, MOTUBALMHWMA MeXaHi3M
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CTUMYMIOBAHHS, HauioHanbHa Ge3neka, CoujianbHO-EKOHOMIYHA MOMiTMKA, TPydoBa  aKTWBHICTb
HaceneHHsl, TPY4OBWA NOTEHLian.

Abstract. The paper presents the results of an analysis of gender-specific features of specific
components of the system for the formation and utilization of human capital in Ukraine in the context of
developing a theoretical foundation for improving the motivational mechanism of labor activity stimulation
by the state. The survey considered value systems, norms and characteristics of male and female
behaviour, lifestyle and ways of thinking, relationships, and the roles of women and men acquired during
socialization.

The analysis revealed specific imbalances in the worldview of women regarding the prospects for
utilizing personal labor potential, indicating the presence of problematic issues in state policy concerning
the conditions for using the country’s human capital.

The necessity of considering gender characteristics in forming and utilizing human capital while
implementing a motivational mechanism for stimulating citizens’ labor activity is substantiated.

The article proposes directions for state policy on incorporating gender-specific features, including
shifing part of women's labor outside the household by developing affordable household services,
shaping a new societal view on the role of each family member in domestic responsibilities, and creating
new economic approaches to the production and marketing of household appliances that, by their
functional design, can significantly reduce the share of women’s household labor in favour of professional
activity.

Keywords: gender, gender factors, demographic trends, state policy, state gender policy, human
capital, migration processes, motivational mechanism of stimulation, national security, socio-economic
policy, labor activity of the population, labor potential.

Problem setting. The development of Ukraine as a socio-legal state
characterized by a high standard of living and political stability calls for an in-depth
examination of a critical issue in public administration: the effective utilization of the
country’s human capital. Given the inherent connection between social and economic
outcomes of human activities, this issue cannot be addressed solely through socio-
economic or socio-political perspectives. Its scope transcends the conventional
principles of market economics, requiring a multidisciplinary approach that draws upon
the methodological frameworks of related fields. The issue of forming, utilizing, and
enhancing human capital concerning gender aspects is of national significance,
thereby justifying its exploration within the field of public administration, which requires
special attention in wartime [1].

A vital outcome of this analysis should be a comprehensive understanding of the
theoretical foundations of gender-specific aspects of human capital development
underlying the motivational mechanisms that drive labor activity among citizens. The
development of a practical motivational framework to encourage labor participation will
help address critical issues such as enhancing the competitiveness of the workforce,
refining social and labor legislation in line with national priorities and international
standards, safeguarding social and labor rights and guarantees, strengthening social
protection for workers, improving labor relations, fostering social partnerships, and
promoting labor, entrepreneurial, and innovative activities. Additionally, it will support
the development of individuals' capacities for self-advocacy.

Recent research and publications analysis. The concept of utilizing gender
equality at the state level in Ukraine is outlined in relevant legislative acts and
enshrined in presidential decrees [2-5]. Foreign researchers outline a wide range of
gender issues, among which women's access to science and medicine, involvement in
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the economic and political sphere, the institutional environment of the state's gender
policy, and gender stereotypes [6-10].

The issues of optimizing the use of human capital, particularly its gender
component, are covered in the publications of leading national scientists [11-13]. At
the same time, there is a lack of empirical studies and theoretical generalizations
regarding the specific characteristics of human capital in terms of distinguishing
gender, age, social, and other determinants, which significantly complicates the
formation of a theoretical foundation for developing a motivational mechanism to
stimulate citizens' labor activity. Therefore, the given study is relevant and timely.

Paper objective is to analyze the gender-specific characteristics of certain
system components for forming and utilizing human capital, focusing on developing a
theoretical foundation to enhance the motivational mechanisms employed by the state
to stimulate labour activity among its citizens.

Paper main body. The given research is based on the results of the study
carried out by the Educational and Research Institute of Social and Humanitarian
Technologies of NTU “KhPI”; the respondents were 147 Master students. The
questionnaire's content was developed per the basic provisions of the theory and
methodology of sociological research.

A comparative analysis of survey results through a gender lens is particularly
relevant given the ongoing scholarly debate on the design of public administration
mechanisms for shaping, utilizing, and developing the nation's human capital. This
debate considers the system of values, norms, distinctive behavioural traits, lifestyles,
and ways of thinking of men and women, as well as the roles and relationships
acquired through socialization. Notably, female respondents' recognition of their
perceived lack of need for the outcomes of labor opportunities as a critical factor in
identifying the main obstacles to fostering a desire to utilize labor potential beyond
everyday needs (Table 1) highlights the presence of gender-specific imbalances in
perceptions of labor potential prospects. Furthermore, it underscores the existence of
challenges in state policies to create conditions conducive to the effective utilization of
human capital.

Table 1
The main obstacles to the formation of a person's need to use human capital

. Distribution of responses by
No. Survey questions gender, %
In your opinion, what prevents a person from utilizing their human capital? men women
1 | Laziness 35 20
Understanding the absence of my own need for the results of such use (increasing
2 | the level of realization of human capital will not lead to an improvement in my 5 40
standard of living)
3 Understanding the absence of the society's need for the results of such use (my 0 10
human capital does not meet the needs of the society)
4 | Lack of conditions for the use of labor potential 60 30

It is important to note that the given survey included an unequal distribution of
male and female respondents (70% women, 30% men). A random selection method
was applied to choose 10 questionnaires from each gender group within a pre-
stratified sample (based on the respondent's gender) for further analysis. The
imbalance between the proportions of men and women in the overall population and
the sample does not significantly affect the reliability of the analysis results. Thus, the
sample for analyzing gender-specific characteristics in the formation, use, and
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development of human capital was set at 20 elements of the total sample, or about
12% of its overall composition.

The results of the analysis of specific questions from the survey, aimed at
identifying gender-specific aspects of human capital formation, utilization, and
development, are presented below. Regarding whether respondents are employed in
the field of their first acquired specialty, the responses of male and female participants
were identical (Table 2).

Table 2
Employment in the specialty obtained at the educational institution

No. Survey questions Dlstnbutlggnczjf;sozonses by
Do you work in a profession in the field of your first qualification obtained after
completing secondary education (for example, the qualification obtained at a men women
university, etc.)?

1 Yes, | work 30 20

2 No, | do not work, but | used to work 30 30

3 No, | have never worked 40 40

This fact indicates the absence of gender-specific differences in the process of
an individual seeking employment in their field of expertise. Regarding employment in
their chosen field, 70% of both men and women reported working outside their area of
specialization. This suggests a deficiency in the career guidance process, where
individuals select professions without fully considering their personal development,
psychological inclinations, worldview, and physical capabilities. The absence of
significant gender differences in this aspect highlights the balanced nature of the
state's gender policy regarding education and employment. However, only 30% of
respondents in the sample work in their chosen field (compared to 49% in the general
population) raises concerns.

An intriguing focus of the study was to determine how long respondents had
worked in their field of specialization, particularly those who were not employed in their
specialty at the time of the survey but had previously worked in it (Table 3). This part
of the study pertains to the 30% of respondents who had left their specialty.

A key finding of the gender analysis is that 34% of men worked in their first
profession for less than a year, while none of the female respondents left their first
profession within the first year of employment. This difference is likely due to men's
more predictive and long-term attitudes toward work, where professional status is
central to their self-esteem. Men tend to seek new job opportunities more actively
when they cannot secure positions aligned with their perception of social significance.
In contrast, women tend to be more flexible, adjusting their goals, ideals, and
aspirations based on circumstances, opportunities, and changes in personal
preferences. This adaptability likely contributes to women staying in their initial
profession for a more extended period — three times longer than men on average
(Table 3).

However, when considering a more extended timeframe (e.g., three years), the
percentage of men who worked in their specialty after graduation and later left (67%)
closely aligns with the corresponding rate for women (75%).
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Table 3.
Number of years worked in the specialty acquired while studying at a university
by persons who are not currently employed in their field of study

. Distribution of responses by

No. Survey questions gender, %

If you previously worked in the field of your first qualification but you are no longer

L o . . men women

working in it, please indicate the number of years you worked in that field.
1 up to 1 year 34 0
2 up to 3 years 33 75
3 up to 5 years 33 0
4 more than 5 years 0 25

Additionally, it is essential to acknowledge that some men may perceive
acquiring a particular profession not as a natural progression based on individual
aptitudes and professional interests, but rather as a means to avoid military service.
This partly explains the relatively high percentage of men (34%) who ceased working
in their chosen profession within the first year. Moreover, this tendency can also be
attributed to the fact that, in situations where there is uncertainty about the
appropriateness of the chosen profession, men, unlike women, are more likely to take
decisive action if their career path does not align with their interests and aspirations. In
contrast, women in similar circumstances may experience feelings of despair and
pessimism when lacking motivation to continue working in their field.

In this context, it is worth noting that state policies aimed at developing human
capital may not necessarily need to account for gender differences in every aspect.
However, this assumption does not imply that public administration should overlook
specific characteristics of women’s labor activities, such as childbirth, child-rearing,
and household responsibilities. The next phase of this study involved comparing male
and female respondents' subjective assessments of their labour potential (Fig. 1) and
the extent to which they believe they utilize this potential (Fig. 2).

The comparison of results (Fig. 1) reveals that 80% of female respondents rated
their labour potential at 8 or more points, whereas only 50% of male respondents
provided similar ratings. Another notable difference is that none of the female
respondents rated their labor potential at the highest possible level (10 points), while
20% of men did. Additionally, 20% of women rated their labor potential at 7 points or
lower, compared to 50% of men.

This disparity in self-assessment between men and women is noteworthy, as it
contradicts typical psychological patterns observed between the genders. According to
social stereotypes, which often shape social behavior, pronounced masculinity is seen
as normative and desirable for men. Masculinity is associated with independence,
assertiveness, curiosity, risk-taking, and achievement. A man's inner world is often
perceived as more structured and systematized than a woman's. Meanwhile, female
respondents' relatively high self-assessment of labour potential may be influenced by
societal constraints related to traditional female roles. Two commonly accepted
explanations for the gender pay gap are: first, that women are paid less because they
choose to work in lower-paying jobs, and second, that women are considered less
valuable workers due to perceived deficiencies in experience and qualifications. These
assumptions are indirectly related to the situation depicted in Fig. 1, which can be
explained as follows:

= men and women possess relatively equal labor potential after obtaining a

specific specialization, but employers often prefer to hire men, as they do not
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require social benefits related to childbirth and child-rearing. As a result,
women may be forced to seek employment outside their field of
specialization, which decreases their labour potential due to a lack of relevant
education, initial work experience, and qualifications. Consequently,
individuals working outside their field may feel underutilized, as their
education, experience, and qualifications are no longer applicable, resulting
in an abstract or perceived increase in their labour potential;

= the labor market is traditionally divided by gender, with certain professions
associated predominantly with one gender. Research by A. Konrad shows
that workers in female-dominated fields earn lower wages than those in
male-dominated fields [8]. This disparity causes dissatisfaction among
women with similar education and professional experience levels as men.
Consequently, women may experience psychological conflict: while they
have the same level of labor potential development as men, they receive
lower compensation for their efforts. These assumptions help explain the
differences in how male and female respondents assess their labour
potential.

An exciting extension of this research is the analysis of respondents'

assessments of theutilizingeir own human capital (Fig. 2).

T ——
7 ————
6 ! ¢
5 —
5 — !
4 _ !
3 — 3 |
2 ) 2
1 — !
0% 10% 20% 10% 10% 50% 0% 5% 10% 15% 20% 25% 30% 35%
1 2 3 1 3 6 7 1 2 3 7 3 6 7
Women| 0% 20% 0% 0% 50% 30% 0% Women| 10% 0% 10% | 30% | 30% | 20% 0%
= Men 10% 0% 20% 20% 10% 20% 20% = Men 0% 0% 30% | 20% | 10% | 30% | 10%
Fig. 1. Results of respondents' assessment of their labour Fig. 2. Results of respondents’ assessment of
potential their human capital utilization

Statistical data indicate that 50% of both women and men rated their human
capital utilization at 8 or more points. This balance suggests no significant gender
differences in respondents' evaluations of their human capital utilization. However, the
proportion of men rated their human capital utilization at 6 points or lower is
significantly higher than that of women (30% of men compared to 20% of women).
This indicates that men may have a reserve of unused human capital, which can be
attributed to their traditionally limited participation in household work. According to
research by D. Berardo, K. Shehan, and J. Leslie, working women perform an average
of 69% of household tasks [6; 9].

Notably, 80% of female respondents rated their human capital utilization at 7
points or higher, while the corresponding figure for men was 60%. This suggests that
employed women generally do not perceive themselves as having untapped human
capital, given their significant responsibilities in both professional and household
spheres. This finding implies that women may not fully utilize their human capital in
professional activities due to their additional household responsibilities.
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Conclusions. At the state policy level, consideration of gender-specific aspects
in the formation and utilization of labor potential can be addressed in the following
areas:

Gender determinants of the labor potential system do not significantly influence
the development of motivational mechanisms for encouraging labor activity among
citizens. As a result, the impact of these determinants is often overlooked when
shaping relevant public policy directions. However, this does not imply that public
administration should disregard specific characteristics of women's labor activities,
such as childbirth, child-rearing, and household responsibilities;

shifting a portion of women's labor outside the household by promoting affordable
household services (e.g., outsourcing some household tasks to professional agencies)
would not only free up part of women’s labor potential for professional activities but
also improve the overall quality of family life;

encouraging a new societal perspective on the role of each family member in
household tasks through a proportional redistribution of domestic responsibilities
between spouses would help free up additional labor potential for women to engage in
professional activities. This shift would contribute to the overall welfare of society on a
larger scale;

developing new economic approaches to producing and selling household
appliances could significantly reduce the time women spend on household tasks,
allowing them to devote more time to professional pursuits. Policies to support this
could include producing high-quality and affordable household appliances, providing
tax incentives for businesses involved in their development and production, and
offering preferential loans to families for purchasing such products.

The results of this analysis of gender determinants within the labor potential
system do not, on their own, provide a solution for developing a theoretical basis to
improve motivational mechanisms for stimulating labor activity. Instead, they contribute
to building an experimental foundation for further scientific research. A promising area
for future exploration is identifying age-specific characteristics related to labor potential
during its formation, utilization, and development. Moreover, investigating the social
dimensions of particular determinants of the labor potential system could be a logical
step in shaping effective state policies to enhance motivational mechanisms for labor
activity.
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