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Abstract

This study examines the factors influencing employees' participation in corporate
upskilling programs in the Ukrainian IT sector. The research applies a sequential explanatory
mixed-methods design combining quantitative survey analysis with qualitative focus group
discussions. Survey data were collected from 217 employees working within the Genesis
ecosystem and its partner companies. Binary logistic regression was used to estimate how
perceived quality of formal education, encouragement to study, and demographic and
professional characteristics relate to participation in informal learning activities. To complement
the quantitative findings, six focus group sessions involving 26 participants were conducted and
analyzed using thematic analysis.

The findings demonstrate that perceived quality of formal education emerged as a
statistically significant predictor of participation in upskilling programs. Contrary to the initial
hypothesis, respondents who evaluated their university education more positively were more
likely to participate in additional learning activities. In contrast, parental and teacher
encouragement did not show statistically significant effects across model specifications. The
qualitative findings indicate that participation in upskilling is strongly shaped by workplace
learning culture, communication with colleagues, organizational support, perceived skill gaps,
and time availability. Participants frequently described informal education not as optional
enrichment but as a professional necessity within rapidly changing technological environments.

The study contributes to the literature on lifelong learning, human capital development,
and informal education by providing evidence from the Ukrainian wartime context and
demonstrating that upskilling decisions are shaped not only by individual educational

experiences but also by organizational and contextual factors.



Chapter 1. Introduction

In recent years, participation in non-formal education and corporate upskilling programs
has become increasingly common, particularly within the information technology sector. Rapid
changes, such as the growing use of artificial intelligence, are reshaping the labor market
requirements, nudging employers and employees to update their skill set beyond formal
education. As a result, lifelong learning emerged and, over time, has evolved from an optional
form of professional development to a necessary component of career sustainability and
advancement in industries such as IT.

In this study, corporate upskilling refers to participation in non-formal learning activities
aimed at improving professional competencies, including corporate training, corporate online
asynchronous courses, and internal education initiatives. While formal education, such as
colleges and universities, remains the conventional foundation for acquiring qualifications, many
companies rely on alternative educational trajectories to respond to rapidly changing
circumstances. The information technology sector is particularly important, as professional
knowledge and technical competencies become obsolete more quickly than in many other
industries.

The existing literature has extensively examined formal education, human capital
accumulation, and labor-market mismatch. Human capital theory conceptualizes education as an
investment decision driven by expected economic returns, where individuals acquire additional
knowledge and skills when the anticipated benefits exceed the costs of learning (Becker;
Mincer). At the same time, contemporary research increasingly emphasizes that formal education
systems often struggle to adapt to rapidly evolving labor market requirements, particularly in

technology-oriented industries. As a result, workers frequently rely on non-formal learning to
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compensate for perceived skill gaps and maintain competitiveness within changing professional
environments.

Despite growing academic interest in lifelong learning, several areas remain unexplored.
Existing research has primarily focused on either the macro-level labor market dynamics or on
educational trajectories and choices in formal education. Yet, the informal way of studying has
received less scholarly attention, and understanding why some employees engage in corporate
upskilling while others do not remains an open question. Namely, limited empirical evidence
exists regarding how individuals’ perceptions of formal education quality and earlier educational
encouragement shape subsequent participation in non-formal learning activities.

The Ukrainian context makes these questions especially relevant. Even before Russia’s
full-scale invasion, the Ukrainian labor market faced persistent problems of education-job
mismatch, outdated university curricula, and weak cooperation between universities and
employers (Kupets 126-128). The war has further intensified labor market instability through
migration, mobilization, demographic change, and business restructuring, making professional
adaptability and continuous learning increasingly important. At the same time, the Ukrainian IT
sector remains one of the country’s fastest-growing and most internationally connected
industries, where employees are often expected to constantly update both technical and soft
skills.

The study examines the factors that influence employees' participation in corporate
upskilling within the Genesis ecosystem and its partner companies. The following research
focuses on how perceptions of formal education quality and educational encouragement relate to

participation in non-formal learning activities.
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Methodologically, the study employs a sequential explanatory mixed-methods design and
combines both quantitative and qualitative approaches. First, binary logistic regression models
are estimated using the original survey data collected from 217 employees. Second, six focus
groups involving 26 participants were conducted to interpret and contextualize the quantitative
findings. The mentioned approach allows the study to identify relationships between the
variables and explore how workers perceive learning, workplace education culture, professional
development, and their educational experiences.

This study contributes to the existing literature in several ways. First, it provides
individual-level evidence on participation in corporate upskilling within the Ukrainian wartime
context, which remains underrepresented in existing research. Second, it explores how subjective
evaluations of formal education relate to later engagement in non-formal learning. Third, by
combining logistic regression analysis with focus group discussions, the study integrates
quantitative and qualitative perspectives on lifelong learning decisions. Finally, the findings
contribute to discussions on lifelong learning, workplace learning culture, and the role of
educational experiences in shaping continuous human capital investment.

The remainder of the thesis is structured as follows. Chapter 2 reviews the literature on
human capital theory, skill mismatch, lifelong learning, and participation in training programs.
Chapter 3 presents the research question and hypotheses. Chapter 4 describes the methodology,
data collection process, and empirical strategy. Chapter 5 presents the quantitative and qualitative
findings. Chapter 6 discusses the results in relation to existing literature and theoretical
expectations. Finally, Chapter 7 concludes the study, outlines its limitations, and suggests

directions for future research.
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Chapter 2. Literature Review

2.1. ECONOMICS OF UPSKILLING

Human capital theory provides the foundational economic rationale for understanding
why individuals invest in education beyond formal schooling. Becker established that education
is an important investment decision driven by expected returns. Individuals acquire skills when
the anticipated gains in productivity and earnings outweigh the costs of learning (15-18). Mincer
extended this framework by demonstrating that on-the-job training and continued learning
significantly increase individual earnings (45—49), implying that workers with larger skill gaps
face higher marginal returns from upskilling. In rapidly evolving sectors such as information
technology, where technology changes quickly and makes existing skills obsolete, therefore,
people are more likely to engage in informal learning. This study applies the human capital
investment framework to the specific context of IT employees in Ukraine, examining what
individual-level factors shape the decision to upskill.

2.2. SKILL MISMATCH: A GLOBAL PERSPECTIVE

A persistently existing disconnect between formal education and labor market demands
motivates upskilling occurring across different economies. Ajayi and Udeh argue that a structural
gap between what higher education institutions teach and what industries actually require has
become a defining feature of modern labor markets, and that strategic upskilling initiatives can

bridge this gap, improving both productivity and employment rates (1124—1125). A similar case
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can be seen even in one of the world’s most advanced technology hubs. Bruggeman and
Baltodano’s analysis finds that San Francisco employers face constant shortages of qualified tech
workers and increasingly rely on alternative training, such as apprenticeships, to fill existing skill
gaps (19-20). These findings suggest that formal education alone may be insufficient preparation
for employment in the technology sector. Considering this literature, the present study
investigates this pattern at the individual level by examining whether workers who perceive their
education as lower quality are more likely to seek complementary non-formal learning.

2.3. SKILL MISMATCH: THE UKRAINIAN CONTEXT

Ukraine presents a particularly important case of the skill mismatch problem. Kupets
provides detailed evidence that a large proportion of Ukrainian university graduates work in jobs
that do not require tertiary education, reflecting a persistent mismatch between educational
attainment and labor market demands (126—127). The paper attributes this mismatch not only to
labor-market imbalances but also to structural factors, such as outdated curricula, weak
cooperation between universities and businesses, and institutional rigidities (Kupets 126-128).
Unlike Western studies that explain skill shortages primarily through rapid technological change,
the Ukrainian context suggests that deficiencies within the education system play a central role.
This distinction is important for the present study: if workers perceive formal education as
insufficient to meet labor-market requirements, they may face stronger incentives to engage in
non-formal learning. While prior literature acknowledges this mechanism conceptually, it has not
been tested empirically at the individual level. This trend has become more evident during

wartime. Russia’s full-scale invasion resulted in widespread job losses, business closures, and a
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reduction in labor supply due to migration, mobilization, and demographic change
(Studennikova; Krupianyk). Under conditions of high uncertainty and labor market instability,
continuous skill development may become vital for maintaining employability and career
adaptability.

2.4. DETERMINANTS OF TRAINING PARTICIPATION

Beyond theoretical motivations, a growing empirical literature identifies the individual
and organizational determinants of training participation. Using 24-country PIAAC data,
multilevel logistic regression models show that workers with higher educational attainment,
stronger prior skills, and better labor market positions are significantly more likely to participate
in any training program in a given year (Roosmaa and Saar 255-256). Similarly, analysis of Tan
et al. demonstrated that participation in training is strongly associated with workers’ educational
attainment, workplace characteristics, and skill use in everyday professional activities. The
authors find that workers with higher levels of education, stronger literacy and numeracy use at
work, higher parental socioeconomic status, and employment in larger firms are significantly
more likely to participate in training programs (9-10). Participation was also higher among
employees working in information and communication industries, financial services, and
business services (Tan et al. 9-10). Importantly, the study highlights that access to training
opportunities remains unequal, as workers who are already more educated and professionally
advantaged are more likely to continue investing in additional learning (Tan et al. 3—4). These
findings suggest that participation in upskilling is shaped not only by individual motivation but

also by broader organizational and socioeconomic conditions.
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2.5. EDUCATIONAL ENCOURAGEMENT AND LEARNING

Beyond structural factors, social encouragement plays a significant role in shaping
learning behavior across the life course. Ertl, Luttenberger, and Paechter demonstrate that gender
stereotypes can discourage students from pursuing specific fields, while positive encouragement
and support from teachers and parents increase confidence and shape subsequent educational
choices, effects that persist into adulthood (1, 3—4). Educational trajectories are additionally
shaped by the broader process of gender socialization and structural segregation within education
systems. A recent Ukrainian study on gender segregation in higher education argues that
education functions not only as a mechanism for skill acquisition but also as a key institution of
socialization that shapes values, professional expectations, and future career trajectories
(Miloserdov et al. 3). The authors demonstrate that Ukrainian higher education remains strongly
horizontally segregated by gender, with men overrepresented in engineering and technical fields,
while women dominate in education, healthcare, and humanities. Despite women demonstrating
educational performance comparable to or even higher than men's, such patterns persist
(Miloserdov et al. 6). Such findings suggest that educational and career choices may be
influenced not only by academic ability but also by gender stereotypes, patterns of
encouragement, and broader social expectations.

Roberts et al. provide complementary evidence that informal STEM learning
environments boost students’ engagement, motivation, and confidence, suggesting that early
exposure to encouraged learning might create durable behavioral patterns (Roberts et al. 1-3).

The present study extends the analysis to the workplace and tests whether early encouragement
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has lasting effects on participation in non-formal upskilling among employed adults, a
relationship that has not been empirically examined in the existing literature.

2.6. RESEARCH GAP AND STUDY CONTRIBUTION

Despite substantial work on human capital theory, skill mismatch, training participation,
and formal education, nonformal upskilling remains understudied. Existing research has mainly
focused on either macro-level labor market trends or formal education choices, while paying
limited attention to individuals' perceptions of education quality and the role of social
encouragement in shaping upskilling behavior. This study aims to address these gaps by
examining the determinants of informal upskilling among Ukrainian IT professionals, with

particular attention to perceived quality of formal education and early encouragement.
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Chapter 3. Research Question and Hypotheses
3.1. RESEARCH QUESTION
The research question of this study can be formulated as follows:
What socioeconomic, educational, and professional factors influence the decision of
young IT employees in Ukraine to participate in upskilling programs?
The sub-research questions of the study include:
- Does the perception of formal education quality predict willingness to engage in
additional learning?
- Does the encouragement from family or educators have long-lasting effects on
participation in upskilling?

3.2. HYPOTHESES

Based on the theoretical framework and existing literature, the following hypotheses are
proposed:

Hypothesis 1: Individuals who believe that their formal education was of lower quality
are more likely to engage in upskilling programs.

Hypothesis 2: Individuals who received stronger encouragement (from parents, teachers,

professors) to pursue education are more likely to participate in upskilling programs.
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Chapter 4. Methodology and Data

4.1. METHODOLOGY

The study employs a sequential explanatory mixed-methods research design. Such a
design was selected due to quantitative analysis alone not being able to fully capture the depth
and meaning behind the respondents’ attitudes, perceptions, and behaviors regarding upskilling
programs. Quantitative survey data are first collected and analyzed, followed by focus group
discussions that contextualize and elaborate on the quantitative findings. The primary objective
is to investigate the impact of perceived quality of formal education and encouragement to study
on participation in upskilling programs among Ukrainian IT employees.

4.1.1. POPULATION AND SAMPLE

The research population is restricted to employees of the Genesis ecosystem and its
partner companies. Such a population was chosen to ensure consistency in access to corporate
education across the population and the sample. The population consists of 7251 employees, of
whom 53.74% are female, 42.81% are male, and 3.45% are of unknown gender. The study
sample included 217 employees who were voluntarily recruited through internal communication
channels (corporate Slack and Telegram community chats). Of all survey respondents, 70
indicated willingness to participate in a follow-up focus group discussion. Due to scheduling
conflicts and personal circumstances, 26 participants ultimately attended sessions across six

subgroups.
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4.1.2. QUANTITATIVE COMPONENT

Given that the outcome variable is binary, binary logistic regression is the primary
quantitative estimation method. Binary logistic regression is selected over the probit model for
several reasons. First, logistic regression produces odds ratios, which offer a more intuitive and
substantively interpretable measure of the association between each predictor variable and the
probability of upskilling. Second, while both logit and probit models are theoretically appropriate
for binary outcomes and typically produce near-identical predicted probabilities in practice, the
logistic distribution has heavier tails than the normal distribution assumed by the probit model,
making it more robust when the outcome variable is unevenly distributed, as is the case in this
sample, where participation rates substantially exceed non-participation rates. Nonetheless,
probit models are additionally estimated as a robustness check; the results are reported in
Appendix C (Table C6).

The dependent variable ParticipationUpskilling is a binary indicator equal to 1 if the
respondent has participated in a corporate upskilling program and 0 otherwise. Respondents who
selected any affirmative option in Q21, including Internal Education and Genesis Academy, were
coded as 1, while respondents who selected "No" were coded as 0. The two independent
variables are PerceivedFormalEducationQuality and Encouragement, both measured as indices
constructed from a five-point Likert-scale items, to capture individuals’ self-assessment of how
well their formal education, in terms of given knowledge, prepared them for their current job,
and the level of encouragement to pursue technical skills during earlier stages of education,

respectively. Control variables were included to account for between-group differences, helping
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isolate the association between educational perceptions, encouragement, and upskilling

participation from broader demographic and professional characteristics.

The general model specification looks as follows:

P(ParticipationUpskilling, = 1)

lOg( 1- P(ParticipationUpskillingi =1)

where

) = BO+ [31PerceivedFormalEducationQualityi +

+ B Encouragement +y X + e

e DV for respondent i: ParticipationUpskilling (binary variable)

e V1 for respondent i: PerceivedFormalEducationQuality (ordinal variable, measured on

Likert scale 1 - 5)

e [V2 for respondent i: Encouragement (ordinal variable, measured on Likert scale 1 - 5)

e Vector of controls for respondent i: X, where

o

AgeBucket (continuous variable, measured in years)

Gender (categorical variable, Female / Male / Non-binary / I prefer not to say)
EducationLevel (categorical variable, Bachelor / Master / PhD)

WorkDomain (binary variable, Tech / Non-Tech)

SocioeconomicStatus (ordinal variable, 1-5 scale, self-assessed family financial
well-being during high school)

WorkExperience (continuous variable, measured in years)

Kyiv (binary variable, indicating whether the respondent lived in Kyiv at the

moment of graduating high school)

e Error term for respondent i: ,
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In extended model specifications, forward selection is applied, and interaction terms are
introduced to test whether the effect of encouragement on upskilling participation differs across
subgroups:

° Encouragementi X Genderi
° Encouragementi X WorkDomaini
° Genderi X WorkDomaini

4.1.3. QUALITATIVE COMPONENT

Following quantitative estimation, the qualitative component was conducted to
contextualize and interpret the statistical findings. The study employs semi-structured focus
group discussions, for which questions were designed to elicit narrative accounts of individual
experiences rather than to replicate survey items. Participants were selected purposively from
survey respondents who indicated willingness to participate in a follow-up interview (Q35),
ensuring variation across participation status, gender, and work domain. Each session with one
focus group lasted approximately 30 to 60 minutes and followed a structured protocol with two
scenarios: one for respondents who participated in corporate upskilling programs and one for
those who did not (Appendix B). Thematic analysis was further applied to identify recurring
patterns across interview transcripts.

4.2. DATA COLLECTION

4.2.1. SURVEY
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The primary data were collected through an original survey conducted in the Ukrainian
language for the convenience of respondents. To ensure consistency throughout the paper, the
multiple-choice answers were manually translated into English in R before the analysis. In
addition, the open-ended answers were translated into English using the Google Cloud
Translation API in R.

The survey was distributed via the Genesis ecosystem's internal communication channels
in three waves over the course of two weeks. The original Ukrainian text of the questions and
their English translation are included in Appendix A (Table Al). In the first wave, the survey
pool included 61 employees from the Genesis ecosystem and its partner companies. The second
wave yielded 100 answers. In the last wave, 56 workers filled out the questionnaire. In total, 217
respondents were surveyed throughout all waves.

To preserve anonymity, the responders' names and emails were not collected, nor was
data on the exact company they work for. Before starting the survey, respondents were asked
whether they had read the study information and whether they consented to the processing of
their responses for research purposes (Q1). For sensitive questions (Q3, Q7, Q34), respondents
could select “I prefer not to answer” (Appendix A, Table A2).

4.2.2. FOCUS GROUP

The focus group consisted of 26 respondents. All interview transcripts were anonymized
prior to analysis. Where sensitive information was mentioned, such as the respondent's current

employer, it was redacted and replaced with a standardized placeholder (e.g., "[company]"). The
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interviews were conducted online via Google Meet in Ukrainian for the respondents'
convenience, transcribed using Bluedot, an Al notetaker and meeting recorder, and subsequently
translated into English via ChatGPT. A slightly shortened version of both the original Ukrainian
and the translated English transcripts is included in Appendix D.

4.3. DATA PROCESSING

The PFEQ independent variable was constructed as an index evaluating respondents’
perceptions of the quality of the formal education they attained. The index is calculated as the
mean of the subquestions in the Higher Education block (Q19, Q20) that assess respondents’
perceptions of the adequacy, relevance, and practicality of their university education relative to
labor market requirements. The internal consistency of the PFEQ was assessed using Cronbach’s
alpha. The scale demonstrated good reliability (o = 0.79), indicating acceptable internal
consistency among the five items.

Similarly, the Encouragement index was calculated by averaging the items regarding
encouragement from teachers and parents in STEM disciplines and humanities during school
experiences (Q12). Although lower than the reliability of the PFEQ scale, the Cronbach’s alpha
value (o = 0.64) indicated moderate reliability.

Additionally, two control variables were consolidated into fewer categories to improve
interpretability and reduce sparsity within the groups. Originally, respondents reported their
exact age (Q2), which was then grouped into 4 age buckets: 18-22, 2327, 28-35, and 36+. Such
categorization was intended to capture differences across career and life stages while avoiding

excessive fragmentation of the sample, particularly given that work experience was included as a
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separate control variable in the regression models. Due to the large number of work-domain
categories in Q28 (15 predefined categories) and an additional 40 open-ended responses in Q29,
the domains were consolidated into two broader categories: Tech and Non-Tech. The Tech
category included respondents working in technical positions whose daily work primarily
involves coding, technical systems, or software-related tasks, including analysts, cybersecurity
specialists, data engineers, software developers, and other IT professionals. At the same time, the
Non-Tech category included respondents employed in business-oriented, creative, educational, or
administrative roles whose professional responsibilities are not primarily centered around
programming or software development.
4.4. LIMITATIONS

4.4.1. SCOPE AND GENERALIZABILITY

This study captures a snapshot of informal education participation within the Genesis
ecosystem and its partner companies at a single point in time. The findings describe the current
non-formal education patterns within Ukrainian product IT companies and cannot be generalized
to the broader Ukrainian IT labor market or the Ukrainian labor market as a whole. Companies
outside the Genesis ecosystem, including outsourcing firms, startups, and public sector IT
organizations, may exhibit systematically different patterns of upskilling participation due to
differences in organizational culture, program availability, and employee profiles.

4.4.2. SELECTION BIAS
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The sample is restricted to employees of the Genesis ecosystem and its partner
companies, limiting the generalizability of the findings to the broader population. The Genesis
ecosystem may attract employees with systematically different educational profiles or career
orientations compared to other IT organizations, introducing a form of non-random sample
selection that cannot be fully corrected analytically.

4.4.3. SELF-REPORT BIAS

Independent variables rely on retrospective self-assessment, which is subject to recall
error and social desirability bias. Respondents may both overreport and underreport the quality
of their education or the encouragement they received, as well as other variables. For example,
respondents may overreport encouragement from teachers or parents due to recall idealization, or
underreport perceived formal education quality to avoid cognitive dissonance about their own

academic choices.

4.4.4. CROSS-SECTIONAL DESIGN

The study captures a snapshot of the respondents’ current perceptions and participation
status at a single point in time. Therefore, causal inference is limited. The observed associations
between educational perceptions, encouragement, and upskilling participation cannot be
interpreted as causal without longitudinal data or an exogenous source of variation.

4.4.5. SAMPLING ERROR
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The estimated sampling error equals approximately 6.6% at the 95% confidence level and
5.5% at the 90% confidence level.

On a confidence interval of 95%, the sampling error is the following:

»(1-p) N-n _ 0.25 7251-217
Z xA[RERL ([ = g 96 x4 [22 x [ ZEEET < 0.0656

On a confidence interval of 90%, the sampling error is the following:

p(1—p) N—n _ 0.25 7251-217 _
Z x\/ — ><\/N_1 = 1.645 ><\/217 x\/ = ~ 0.055

To mitigate this limitation, future research could expand the sample size by increasing the

sample size through broader survey distribution strategies, including collaboration with
additional companies, professional communities, and educational platforms. Participation rates
could also be improved by offering small incentives or other types of bonuses for survey
completion, which may encourage higher response rates and increase the representativeness of
the sample.

4.4.6. MEASUREMENT VALIDITY

The PFEQ and Encouragement indices were constructed specifically for this study;
therefore, although they demonstrate acceptable internal consistency, they have not been
previously validated in the literature.

4.4.7. SMALL FOCUS GROUPS
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Each focus group session consisted of 2 to 6 participants, which is below the commonly
recommended range of 6 to 10 participants. Smaller groups may lead to lower diversity of
perspectives within a session and may cause participants to feel more individually scrutinized,
potentially leading to less honest responses; such limitations cannot be fully corrected in the
analysis. However, conducting six separate sessions ensured that a total of 26 participants
contributed across varied group compositions, providing sufficient breadth and thematic depth
for qualitative analysis. Thematic analysis across sessions further compensates for the limited
diversity within a single session by identifying patterns that recur independently across different

groups.
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Chapter 5. Empirics and Results

5.1. DESCRIPTIVE STATISTICS

The final sample consisted of 217 respondents employed in the Genesis ecosystem and its
partner companies, collected across 3 survey waves. The sample was relatively young, with a
mean age of 25.76 years. The largest age group was respondents aged 23-27 years (40.1%, 87
respondents), followed by those aged 28-35 years (29.5%, 64 respondents) and 18-22 years
(26.7%, 58 respondents). Respondents aged 36 and older represented only 3.69% of the sample

(8 respondents) (Figure 1).
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Figure 1. Age Distribution of Survey Respondents; data collected for this study.
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Gender

. Female
. Male

I prefer not to answer

. Non-binary

Figure 2. Gender Distribution of Survey Respondents; data collected for this study.
The surveyed sample consisted of 148 females (68.2%), 64 males (29.5%), 2 non-binary

respondents (0.9%), and 3 respondents who preferred not to disclose their gender identity (1.4%)

(Figure 2).

87.1%

. In Ukraine . Abroad

Figure 3. Current Residence of Survey Respondents; data collected for this study.

The majority (87.1%) of survey respondents are currently residing in Ukraine (188

respondents), while the other 12.9% (28 respondents) live abroad (Figure 3).
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Medium-sized city (50-100 thousand) . 13

Small town (10-50 thousand) - 25
Regional center / large city (100+ thousand) _ 52
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Figure 4. Type of Settlement of Respondents at the Time of School Graduation; data collected for
this study.

The sample is also geographically concentrated in larger settlements. More than half of
respondents reported living in a million-plus city at the time of school graduation (116
respondents, 53.5%), followed by regional centers or large cities with over 100 thousand
residents (52 respondents, 24%). In contrast, smaller settlements were underrepresented: 25
respondents (11.5%) came from small towns, 13 (5.99%) from medium-sized cities, and 11
(5.07%) from villages or settlements (Figure 4). The city-level distribution further confirms this
concentration. The vast majority were living in Kyiv when they were graduating from high
school (89 respondents, 44.1%), followed by Kharkiv (8 respondents, 4%), Dnipro (6
respondents, 3%), Chernihiv and Kherson (5 respondents each, 2.5%), Lviv, Odesa, Sumy, and

Vinnytsia (4 respondents each, 2%), Donetsk (3 respondents, 1.5%). This suggests that the
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sample is strongly urban-centered, with a particularly high concentration in the capital (Figure

5).

Chernihiv (5)
Stumy (4)
Irpi
Respondents
Lviv (4) 9)
Kharkiv (8) . 1
Vinnytsia (4
Ternopil (3) S . 5
Ivano-Frankivsk (3) Dnipro (6) . 10
Kryvyi Rih (3) . 30
Donetsk (3)
Kherson (5) . 70
Odesa (4)

Figure 5. Geographic Distribution of Survey Respondents; data collected for this study.

Note. Bubble size is proportional to the number of respondents per city. Respondents who lived
outside Ukraine before entering university and unidentifiable entries were excluded from the
figure.

Most respondents identified their family socioeconomic status at the time of high school
graduation as middle (86 respondents, 39.6%), lower-middle (68 respondents, 31.3%), and
upper-middle (43 respondents, 19.8%), indicating that the sample is primarily concentrated
among respondents from moderate socioeconomic backgrounds. Additionally, 15 respondents

(6.91%) reported low income, while only 1 respondent (0.461%) classified themselves as having
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a high socioeconomic status. Four respondents (1.84%) chose not to answer; therefore, this

particular category is unlikely to affect subsequent models’ interpretation (Figure 6).
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Figure 6. Socioeconomic Background Distribution of Survey Respondents; data collected for this

study.

Work Domain

. Non-Tech
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Figure 7. Work Domain Distribution of Survey Respondents; data collected for this study.
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The sample is relatively evenly split between respondents working in technical (106
responses) and non-technical (111 responses) roles, with the share of respondents in
non-technical positions exceeding that in technical positions by 2.4%. Such balanced

composition ensures more reliable comparisons between the groups (Figure 7).

C-level I2

Head -7
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Figure 8. Job Grade Distribution of Survey Respondents; data collected for this study.

The distribution of respondents by their job grade indicates that the sample is primarily
concentrated among employees at middle and junior career stages. Middle-level specialists (93
respondents, 42.9%) constitute the largest share, followed by Juniors (60 respondents, 27.6%)
and Seniors (42 respondents, 19.4%). On the other hand, managerial and executive positions are
noticeably underrepresented, including Head (7 respondents, 3.23%), Lead (2 respondents,
0.922%), and C-level employees (2 respondents, 0.922%). Similarly, entry-level positions, such

as Trainees (7 respondents, 3.23%) and Interns (4 respondents, 1.84%), represent a small fraction

of the sample (Figure 8).
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5.2. PRE-ESTIMATION DIAGNOSTICS

Before proceeding with the estimation of logistic regressions, pre-estimation diagnostics
were conducted to ensure that the key assumptions underlying the models were met and that the
subsequent estimates were reliable and interpretable.

5.2.1. CORRELATION

To conduct a correlation analysis across all variables, ordinal variables were converted to
numeric values for this section only; in further analysis, ordinal variables are used in their
original form.

The correlation matrix (Figure 9) indicates a weak positive relationship between
Participation in Upskilling and PFEQ (r = 0.18), suggesting that respondents who evaluated the
quality of their formal education more positively were slightly more likely to participate in
informal education activities. In contrast, Participation in Upskilling shows almost no correlation
with Encouragement (r = 0.04), suggesting a very limited relationship between the two variables.
The correlation coefficient between the independent variables is moderately positive (r = 0.25),
suggesting that respondents who received stronger encouragement to study also tended to
evaluate their formal education more positively. However, the magnitude of the correlation

remains relatively low, suggesting that the predictors capture related yet distinct concepts.
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Figure 9. Pearson Correlation Matrix of Model Variables; data collected for this study.

Beyond the relationship between the main independent variables, several additional
patterns can be observed among the control variables. Age demonstrates a moderate positive
correlation with Education (r = 0.44) and WorkExperience (r = 0.31), which is theoretically
expected since older respondents are more likely to have more years of work experience and
higher education attainment. In addition, Age shows a moderate positive correlation with

JobGrade (r = 0.40), indicating that older respondents tend to occupy more senior positions
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within companies. Education shows a weak positive correlation with SettlementType (r = 0.27),
suggesting that respondents from larger urban areas are somewhat more likely to possess higher
educational qualifications. Gender demonstrates a moderate negative correlation with SES (r =
-0.28). Given that the binary gender variable is coded 1 for female respondents, this relationship
suggests that female respondents in the sample tend to have slightly lower socioeconomic
backgrounds than male respondents. Additionally, SettlementType and Kyiv demonstrate a
moderate negative correlation (r = -0.61). Since the Kyiv variable is coded separately as a binary
variable, this relationship likely reflects overlap between respondents living in Kyiv and specific
settlement-type categories. Despite this relatively stronger association, most remaining
coefficients are weak and remain below 0.3. Nevertheless, multicollinearity should be further
inspected.

5.2.2. MULTICOLLINEARITY

As reported in Table 1, all VIF values fall well below the conventional threshold of 5,
with the highest value observed for Age (VIF = 2.01), followed by Kyiv (VIF = 1.90) and
SettlementType (VIF = 1.73). These results indicate that multicollinearity is not a subject of
concern in the present analysis, and the independent variables are sufficiently distinct to be

included in the same model.



Table 1. Variance Inflation Factors for Logistic Regression Predictors
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Variable VIF
PFEQ 1.238509
Encouragement 1.227080
EducationLevel 1.384527
Age 2.007413
Gender 1.192579
WorkDomain 1.200212
JobGrade 1.474119
EmploymentYear 1.121542
WorkExperience 1.260801
CurrentResidence 1.232449
SettlementType 1.734994
Kyiv 1.896620

Source: Author’s own calculations based on collected data

5.2.3. NORMALITY CHECK

The Shapiro-Wilk test was applied to independent variables prior to model estimation.

Results indicate that neither PFEQ (p = 0.00000000003958) nor Encouragement (p = 0.001832)

is normally distributed (Figure 10). However, the logistic models do not assume normality, and

the test was performed rather for illustrative purposes. Therefore, the predictors were not

transformed and kept their original form for further analysis.
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Figure 10. Distribution of Perceived Formal Education Quality and Encouragement Scores; data

collected for this study.

5.3. LOGISTIC REGRESSION MODELS

5.3.1. NULL MODEL

A null logistic model containing only the intercept term was estimated as a baseline
specification. The model assumes that the probability of participating in upskilling is constant

across respondents; therefore, it does not depend on any independent variables. The model serves
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as a benchmark for subsequent models (Appendix C, Table C1). The null specification yields
McFadden R? of 0, Area Under the Receiver Operating Characteristic of 0.5, Akaike Information
Criterion of 301.4927, and Bayesian Information Criterion of 304.8726.

5.3.2. MODEL 1

The first estimated logistic regression model includes PFEQ as the sole predictor. The
estimated coefficient is positive (= 0.4093), suggesting that a one-unit increase in PFEQ is
associated with approximately 50.58% higher odds of participation in upskilling activities (OR =

1.5058). The estimated equation is presented below:

P(ParticipationUpskilling = 1)
log( o=n) =
1- P(ParticipationUpskillingl_ =1)

— 1.1731 + 0.4093 x PFEQL_ + g

The coefficient reaches statistical significance at the conventional 0.05 threshold (z =
2.585, p = 0.00974), indicating a positive association (Appendix C, Table CI). The model
explains a small fraction of the variance in the outcome variable, as reflected in a McFadden R?
of 0.03 and only a modest reduction in deviance relative to the null specification, —146.26 vs.
—149.75 (Table 2). Additionally, the model's marginal effects are specified in Appendix C (Table
C2). The results of this model provide partial support for Hypothesis 1.

Table 2. Pseudo-R? Statistics for Model 1.

Log-likelihood Null log-likelihood G2 McFadden R? ML R? Cragg-Uhler R?

—146.26 —149.75 6.98 0.02 0.03 0.04

Source: Author’s own calculations based on collected data.
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This model yields an AUC of 0.6024 (95% CI: 0.527, 0.6778), indicating limited
discriminatory ability, although the classification performance remains above the random
benchmark of 0.5 (Figure 11). The AIC equals 296.5122, which indicates an improvement over
the null model (Appendix C, Table C1). However, the Bayesian information criterion of 303.272,
compared with the null model value of 304.8726, suggests that including the predictor only

slightly improves the model relative to the null specification.
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Figure 11. ROC Curve for Model 1; data collected for this study.

In contrast, the Hosmer-Lemeshow goodness-of-fit test (p = 0.7421) indicates no
statistically significant difference between observed and predicted values, suggesting that the
model fits the data reasonably well. Similarly, the ANOVA likelihood-ratio test yields a deviance
of 6.9805 on 1 degree of freedom (p = 0.00824), demonstrating that the inclusion of PFEQ
improves model fit and reaches the conventional level of statistical significance of 0.05.

To double-check whether the index is a good predictor in its own right, additional model

specifications were tested that accounted for all index components (Appendix C, Table C3).
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Model 1.1 indicated that only one of the PFEQ components was statistically significant at the
level of 0.05: respondents’ evaluation of the statement “The technologies and tools I was taught
were relevant to the labor market.” (variable Uni Technology). Therefore, model 1.2 was
specified using only this predictor, and although only one component of the PFEQ index was
statistically significant, the composite PFEQ index was not excluded from subsequent model
specifications.

5.3.3. MODEL 2

The second estimated model includes Encouragement as the sole predictor. The estimated
coefficient is positive (f = 0.09919), suggesting that a one-unit increase in Encouragement is
associated with approximately 10.42% higher odds of participation in upskilling activities (OR =

1.1042). The model’s equation looks as follows:

P(ParticipationUpskilling. = 1)
log( ‘ ) =
1- P(ParticipationUpskillingi =1)

— 0.18237 + 0.09919 X Encouragementi + g

The coefficient did not reach statistical significance with a p-value equaling 0.535
(Appendix C, Table CI). The model explains a small fraction of the variance in the outcome
variable, as reflected in a near-zero McFadden R? and a similar near-zero difference between the
null and residual deviances (-149.55 vs. -149.75) (Table 3). Additionally, the model's marginal
effects are included in Appendix C (Table C2). The produced results provide no support for

Hypothesis 2.
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Table 3. Pseudo-R? Statistics for Model 2

Log-likelihood log—lilizllilhoo d G? McFadden R? ML R? Cragg-Uhler R?
-149.55 -149.75 0.39 0.001 0.002 0.002

Source: Author’s own calculations based on collected data

Due to encouragement being an index, the additional models were specified, including
each index component separately (model 2.1). Subsequently, the index was decomposed into two
smaller indices: one for encouragement in STEM disciplines and the other in the humanities
(model 2.2). Similarly to model 2 with Encouragement as the only predictor, the alternative
specifications did not yield statistically significant results and are therefore reported only in
Appendix C (Table C4). The model achieves an AUC of 0.5385 (95% CI: 0.4616, 0.6153),
showing only a slight improvement over random discrimination at 0.5 (Figure 12). Both the AIC
(303.1065) and the BIC (309.8663) show worsening over the null model (301.4927; 304.8726)

(Appendix C, Table C1).
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Figure 12. ROC Curve for Model 2; data collected for this study.
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The Hosmer—Lemeshow goodness-of-fit test indicates that the model fits the data
adequately (p = 0.4139). Since the p-value is greater than 0.05, there is no evidence to reject the
null hypothesis that the observed and predicted values differ significantly, suggesting good
model calibration. The ANOVA likelihood-ratio test comparing the null model and model 2 was
not statistically significant (p = 0.5343), suggesting that adding Encouragement does not
improve the model.

5.3.4. MODEL 3

The next estimated model included both independent variables: PFEQ and

Encouragement. The equations of this specification look as follows:

P(ParticipationUpskilling = 1)
log( : ) =
1- P(ParticipationUpskillingi =1)

— 1.150279 + 0.411433 X PFEQL, —

— 0.008677 x Encouragementi + g

The coefficient for PFEQ remained positive and statistically significant (§ =0.41143,p =
0.0119), indicating that higher evaluations of formal education quality are associated with a
higher likelihood of participation in upskilling programs. In contrast, Encouragement remained
statistically insignificant, suggesting no meaningful independent relationship with participation
in non-formal education after controlling for PFEQ (Appendix C, Table Cl). The model
demonstrates limited explanatory power, with a McFadden R? of 0.02 and a relatively small
improvement in log-likelihood compared to the null specification (Table 4). Nevertheless, the
inclusion of both predictors slightly improved the model fit relative to the previously estimated

models.
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Table 4. Pseudo-R? Statistics for Model 3

_— Null ) ) ) )
Log-likelihood log-likelihood G McFadden R ML R Cragg-Uhler R

—146.25 —-149.75 6.98 0.02 0.03 0.04

Source: Author’s own calculations based on collected data

The model has an AUC of 0.6044 (95% CI: 0.5288, 0.68), which is higher than the
previously estimated models (Figure 13). The likelihood-ratio tests suggest that PFEQ
contributes significantly to explaining participation in upskilling, whereas Encouragement does
not provide substantial additional explanatory power. The combined specification remains
statistically significant, although the observed improvement is largely attributable to the
inclusion of PFEQ (Appendix C, Table C1). Similarly to model 1, the particular model has an
AIC of 298.5095, indicating a slight improvement over the null model (301.4927; Appendix C,
Table C1). However, the increased Bayesian Information Criterion of 308.6492 suggests that
including the predictor does not substantially improve the model after accounting for model
complexity. The analysis of deviance indicates that the inclusion of PFEQ significantly improves
model fit relative to the null specification (p = 0.008), whereas Encouragement does not provide
substantial additional explanatory power; although the combined model remains statistically
significant overall (p = 0.010), the improvement appears to be primarily driven by PFEQ
(Appendix C, Table Cl1). Therefore, further analysis proceeds with Model 1 as the preferred

specification.
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Figure 13. ROC Curve for Model 3; data collected for this study.

5.3.5. MODEL 4

The following model was specified by incorporating control variables into the baseline
specification of Model 1. The following controls were included: CurrentResidence,
SettlementType,  SocioeconomicStatus,  EducationLevel, JobGrade, = EmploymentYear,
WorkExperience, WorkDomain, Gender, AgeBucket, and Kyiv. Only several of them were found
to be statistically significant at the level of 0.05 in the model, namely, Gender (p = 0.01002),
WorkDomain (p = 0.01875), WorkExperience (p = 0.00242), and AgeBucket for the 28-35
category (p = 0.0422). Due to the inclusion of eleven control variables collectively capturing
demographic, professional, and socioeconomic characteristics, the model exhibited a
substantially improved McFadden R? of 0.27 (Table 5), reflecting the additional variance
explained by these factors rather than an improvement in the predictive power of the core

predictors of interest.
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Table 5. Pseudo-R? Statistics for Model 4

_— Null ) ) ) )
Log-likelihood log-likelihood G McFadden R ML R Cragg-Uhler R

—87.24 —119.68 64.88 0.27 0.31 0.42

Source: Author’s own calculations based on collected data

The model yields an AUROC of 0.7644 (95% CI: 0.7005, 0.8282), showing a noticeable
improvement over the null specification (Figure 14). Both the AIC (307.5753) and the BIC
(425.0558) increase compared to the previous models, which indicates that the improvement in
predictive performance is accompanied by substantially greater model complexity and

potentially reduced overall model simplicity (Appendix C, Table C6).
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Figure 14. ROC Curve for Model 4; data collected for this study.

5.3.6. MODEL 5
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The subsequent model was specified by retaining only the statistically significant
predictors identified in the previous specification and by introducing an interaction term between
Gender and WorkDomain. The model, therefore, included PFEQ, Gender, WorkDomain,
WorkExperience, and the interaction between Gender and WorkDomain. Female respondents
working in non-technical domains aged 18-22 serve as the reference category in this

specification. The equation looks as follows:

P(ParticipationUpskilling = 1)
log( . ) =
1- P(ParticipationUpskillingi =1)

— 0.58135 + 0.271749 x PFEQi —

— 1.633635 X GenderMale + 0.127388 X WorkDomainTech — 0.003995 x WorkExperience +
i i

+ 0.332269 X AgeBucket23 ;= 0.374269 x AgeBucket28 — 1.333252 X AgeBucket36+ +
i i

—35,
i

+ 1.652765 X (GenderM X WorkDomain

alel ) t £

Techi i

The coefficient for PFEQ remained positive, indicating that higher evaluations of formal
education quality remain associated with a higher likelihood of upskilling participation (OR =
1.31). However, the coefficient did not retain statistical significance in this model (p = 0.1581).
Additionally, the interaction term between Gender and WorkDomain was found to be statistically
significant, suggesting that the relationship between technical work domains and participation in
upskilling differs across gender categories. In particular, male respondents employed in technical
domains demonstrated substantially higher odds of participation compared to the reference
category (OR =4.97). Despite WorkExperience and AgeBucket being significant predictors in the
previous specification, they did not retain significance in the interaction model (p = 0.2417; all
AgeBucket categories p > 0.1) (Appendix C, Table C6). Therefore, the predictors were excluded

from the final specification. The model also demonstrates improved explanatory power, as
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reflected in a McFadden R? of 0.09, which is notably higher than in the previous specifications,

although the model's overall explanatory capacity remains moderate (Table 6).

Table 6. Pseudo-R? Statistics for Model 5

I Null ) ) ) )
Log-likelihood log-likelihood G McFadden R ML R Cragg-Uhler R
-110.54 —121.58 22.08 0.09 0.12 0.16

Source: Author’s own calculations based on collected data.

The model yields an AUROC of 0.6961 (95% CI: 0.6182, 0.774), indicating substantially

improved discriminatory performance relative to the earlier specifications (Figure 15).

Furthermore, both the AIC (245.089) and BIC (283.1346) decrease compared to the previous

model, suggesting improved model fit alongside greater model efficiency.
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Figure 15. ROC Curve for Model 5; data collected for this study.
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5.3.7. FINAL MODEL

The final model equation can be written in the following manner:

P(ParticipationUpskilling = 1)
log( . ) =
1- P(ParticipationUpskillingi =1)

— 1.24867 + 0.45437 x PFEQi -

— 1.37807 X Gender
Ma

l

+ 0.09089 x WorkDomain +
el. Techl_

+ 1.59137 X (GenderMale X WorkDomain + g,
i

Techi) i
where female respondents working in non-technical domains serve as the reference category

The coefficient for PFEQ remained positive and statistically significant in the final
specification. The corresponding odds ratio (OR = 1.5752) indicates that a one-unit increase in
respondents’ evaluation of formal education quality is associated with approximately 57.52%
higher odds of participation in upskilling programs, holding other variables constant. The main
effect for male respondents (OR = 0.2520) suggests that males employed in non-technical
domains demonstrate substantially lower odds of participation in upskilling relative to female
respondents in non-technical domains. At the same time, the interaction term between Gender
and WorkDomain was positive and statistically significant (OR = 4.9105), indicating that male
respondents working in technical domains were substantially more likely to participate in
upskilling compared to males employed in non-technical positions. The main effect for technical
work domains alone remained relatively limited (OR = 1.0951), suggesting that technical
employment alone does not strongly affect participation among female respondents, who serve as

the reference group in the interaction specification. The produced odds ratios for the
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“Non-binary” and “Prefer not to answer” gender categories were extremely large, unstable, or

undefined. This is explained by the very small number of respondents selecting these categories,

as only 5 out of 217 participants belonged to these groups. The McFadden R* of 0.07 indicates

improved model fit compared to the null specification, although the overall explanatory power of

the model remains relatively modest (Table 7).

Table 7. Pseudo-R? Statistics for Final Model

Log-likelihood Null G? McFadden R? ML R? Cragg-Uhler R?
log-likelihood
-139.50 —149.75 20.48 0.07 0.09 0.12
Source: Author’s own calculations based on collected data
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Figure 16. ROC Curve for Final Model; data collected for this study.

False Positive Rate

The model has an AUROC of 0.666 (95% CI: 0.5938, 0.7383), which shows an

improvement over the null model and indicates moderate discriminatory ability (Figure 16). The

model’s AIC equals 295.008, indicating an improvement relative to the null model, while BIC
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increased to 322.0472, suggesting that the improvement may not fully compensate for the

additional model complexity.

Table 8. Logistic Regression Model Comparison

Dependent variable:
participation in

e Model 1 Model 2 Model 3 Model 4 Model 5 Final model

corporate upskilling
program
Intercent —1.173%* —0.182 —1.150% 54.199 —0.581 —1.249%*

P (0.532) (0.563) (0.690) (7202.260) (0.814) (0.618)
Perceived formal 0.409%** 0.411%* 0.303 0.272 0.454%%*
education quality (0.158) (0.164) (0.222) (0.197) (0.189)
Encouragement 0.099 ~0.009

& (0.160) (0.167)

) -1.030 —1.634%* —1.378%*

Gender: Male (0.430) (0.661) (0.545)
. 0.966* 0.127 0.091

Work domain: Tech (0.417) (0.192) (0.346)
Interaction: Male x 1.653** 1.591**
Tech domain (0.811) (0.729)
Full controls included? No No No Yes No No
McFadden R? 0.02 0.001 0.02 0.27 0.09 0.07
AUROC 0.602 0.539 0.604 0.764 0.696 0.666
AIC 296.5 303.1 298.5 307.6 245.1 295.0
Observations 217 217 217 172 176 217

Notes: Logistic regression coefficients with standard errors in parentheses. The reference

category for gender is female; the reference category for work domain is non-tech. Model 4

includes a full set of controls: CurrentResidence, SettlementType, SocioeconomicStatus,

EducationLevel, JobGrade, EmploymentYear, WorkExperience, AgeBucket, and Kyiv.
** p <0.05; * p<0.10.

Source: Author’s own calculations based on collected data

The results across all estimated model specifications are consolidated in Table 8 to enable

direct comparison of coefficient stability and model fit. Notably, the positive direction of the
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PFEQ coefficient remains consistent across all specifications in which it is included and is
statistically significant in the majority of them, suggesting the overall robustness of this finding.

The following sections complement these quantitative findings through sentiment and
thematic analyses of respondents' open-ended survey responses and thematic analysis of focus
group sessions, providing a deeper understanding of the motivations underlying participation in
upskilling programs.

5.4. SENTIMENT ANALYSIS

In the survey, the respondents were asked what, in their opinion, motivated them to
upskill (Q23). The question was optional, allowing respondents to skip it, which resulted in 165
valid open-ended responses. The descriptive statistics of sentiment scores are presented below
(Table 9). The sentiment scores ranged from -3 to 3, with a median value of 1 and a mean value
of 0.76.

Table 9. Descriptive Statistics of Sentiment Scores for Open-Ended Motivation Responses.

Minimum Ql Median Mean Q3 Maximum

-3.0 0.0 1.0 0.766 2.0 3.0

Source: Author’s own calculations based on collected data.

The positive mean score indicates that respondents generally described their motivations
positively. The first quartile is equal to 0, indicating that at least 25% of respondents were neutral
or only weakly emotional, while the third quartile reached 2, reflecting that a substantial share of

strongly positive responses are present. Despite some negative sentiments being reported, as
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reflected by the minimum of -3, the overall distribution indicates that motivations for upskilling

were predominantly associated with positive expectations.

5.5. THEMATIC ANALYSIS

The thematic analysis of the same answers (Q23) provides more detailed insight into the

factors motivating respondents to participate in upskilling programs. The word frequency

analysis revealed that the most commonly used terms were “desire” (55 mentions), “knowledge”

(48), “skills” (41), and “development” (26), suggesting that the surveyees primarily associated

non-formal education with both personal and professional growth (Table 10).

Table 10. Top-11 Most Frequent Words in Open-Ended Motivation Responses.

Word Frequency
desire 55
knowledge 48
skills 41
development 26
develop 17
university 16
job 14
learn 13
market 13
gain 12
lack 12

Source: Author’s own calculations based on collected data.
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Moreover, frequent references to “learn” (13), “gain” (12), “acquire” (10), and
“understanding” (7) indicate an orientation toward expanding competencies and obtaining new
expertise. The results also demonstrate career-related considerations. Words, such as “job” (14),
“market” (13), “profession” (8), “professional” (8), and “career” (4), suggest that respondents

view upskilling as a tool for remaining competitive in changing professional environments.

specialized personal career
grow change improving
improvement curiosity practical improve
university p— acquire
market oo
studies % develop w growth .
I H applie
time lack learn JOb gain
field education

zw desire
knowledge

development search

experience i i
profession professional

technologies

Figure 17. Word Cloud of Most Frequent Words in Open-Ended Motivation Responses; data
collected for this study.

Another recurring theme is relevance and practical application, which is reflected in the
following terms: “practical” (6), “real” (4), “applied” (4), “requirements” (4), “technologies” (3).
Such a pattern suggests that a few respondents regard non-formal education as more
practice-oriented and relevant than that provided through formal education. An additional theme
refers to perceived deficiencies in higher education. Words, such as “university” (16), “lack”

(12), “education” (5), “poor” (2), “weak” (1), and “gaps” (1), indicate that some respondents
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chose to upskill due to dissatisfaction with the quality and relevance of university education.
Several responses also highlighted the need to supplement existing educational background with
specialized skills that respondents perceived as insufficiently addressed within university
curricula. Overall, the thematic patterns show that respondents view their motivation to upskill as
a combination shaped by self-development aspirations, future career prospects, and perceived
mismatch between their formal higher education and labor market demands.

5.6. FOCUS GROUP

Willingness to Participate in Focus Group

. Yes
. No

Figure 18. Distribution of Respondents by Willingness to Participate in Focus Group; data
collected for this study.

Of 217 survey respondents, 70 agreed to participate in the focus group (32.3% of the
sample). 6 focus group sessions were conducted within 6 focus subgroups. The participants were

split into groups based on the characteristics they reported in the survey. Of the 70 participants
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who agreed to participate, only 26 attended the sessions; others declined due to inconvenient
times or personal circumstances.

The thematic analysis of the sessions revealed several recurring patterns related to
perceptions of formal education, motivations for participation in informal learning, the role of
workplace culture, and the influence of wartime conditions on professional development. Across
all focus groups, participants consistently described learning in IT as a continuous and
practice-oriented process that extends beyond formal educational institutions.

One of the most prominent themes concerned the normalization of continuous informal
learning within the IT sector. Participants frequently described learning as embedded within
everyday work practices rather than as a separate activity. New knowledge was primarily
acquired through communication with colleagues, participation in professional communities,
internal knowledge-sharing practices, online resources, and experimentation during work tasks.
Several participants emphasized that learning occurs “every day” due to constant exposure to
unfamiliar situations, changing technologies, and new professional demands. One of the
participants in the third group explained that “Every day you learn something new, because every
day or every other day someone comes to you with requests you have never encountered before”.
Another participant from the same group highlighted the importance of networking and peer
interaction, stating, “The most important root of learning, I think, is networking.”

Informal communication and the workplace environment emerged as central mechanisms
of learning. Participants repeatedly referred to colleagues, cross-functional communication, and
internal communities as the primary source of professional development. Another point was that
managers themselves encourage their employees to upskill; for instance, they can advise on a

specific course to advance soft skills, or directly include education courses in employees’
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personal development plans. One respondent noted that “most of what I learn actually comes
from the team and from other teams I interact with.” Similarly, participants described learning as
a collaborative and socially embedded activity in which employees continuously exchange
information, insights, and professional experiences. Another respondent reflected on the
importance of organizational learning culture, explaining that it was only after joining Genesis
that they fully “understood the culture of learning” and recognized “how important it is and how
much it influences both professional and personal development”. Overall, the findings suggest
that learning is strongly shaped by the surrounding environment and workplace culture.

The sessions also emphasized the emerging role of Al tools as learning instruments.
Participants described actively using ChatGPT, Claude, Gemini, and similar LLMs to explain
unfamiliar concepts, conduct research, summarize information, and, overall, organize
knowledge. Al tools were frequently discussed not as a technological innovation but as
integrated components of everyday learning practices.

Answering the question regarding the role of formal education, respondents frequently
emphasized that university education provided only partial preparation for actual work tasks.
One participant was skeptical and stated directly, “Formal education gave me absolutely nothing
except maybe some self-management skills.” However, despite the criticism, another recurring
idea was that universities primarily teach people soft skills and “how to learn” rather than the
specific tools required in the workplace or technical competencies. Participants frequently
referred to communication skills, analytical thinking, adaptability, and self-organization as the
most valuable outcomes of university education. One respondent explained that university

education mainly taught students “how to communicate, how to function, how to work in a
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team.” Another participant described universities as contributing to “systematic thinking,
analysis, synthesis”.

At the same time, respondents repeatedly emphasized that non-formal education is not an
optional enrichment but a professional necessity in the IT companies. Many participants
described upskilling as directly connected to practical workplace demands and immediate
professional challenges. One participant summarized this idea by saying, “What motivates the
most is when you need something for your work right now”. This suggests that learning
decisions are often driven by concrete skill gaps, role transitions, or changing professional
requirements rather than by abstract interest alone.

Another recurring theme concerned the influence of the full-scale invasion on attitudes
toward education and career development. Participants frequently described wartime conditions
as increasing uncertainty while simultaneously intensifying the perceived importance of
professional adaptability and employability. One respondent explained: “I’d say that things have
changed in the sense that I now take my studies more seriously and understand better that [ have
to study... otherwise I have to survive in this world”. The findings, therefore, suggest that
wartime instability strengthened perceptions of learning as necessary for long-term professional
security.

Moreover, participants also identified time constraints and workload as major barriers to
participation in structured learning. Many respondents explained that despite recognizing the
importance of upskilling, combining work responsibilities, personal life, and additional
education was difficult. During the first session, one of the respondents summarized the issue by

stating, “Either there needs to be an extra 8 hours in the day, or the workload needs to be
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reduced.” This highlights the importance of structural and organizational factors in enabling

participants to join informal education.
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Chapter 6. Findings and Discussion

6.1. SURVEY FINDINGS

The results revealed that perceived formal education quality, gender, and the interaction
between gender and work domain were the strongest predictors of participation in informal
education. In particular, respondents who evaluated their formal education more positively were
more likely to participate in upskilling activities, while male respondents working in technical
domains had substantially higher odds of participation than the reference category of females in
non-technical domains.

The first hypothesis proposed that the individuals who perceived their formal education
as lower quality would be more likely to engage in upskilling activities. In contrast, the logistic
regressions provided only partial support for the expectation. Although PFEQ was found to be
statistically significant across several model specifications, the relationship was positive rather
than the initially expected negative. This suggests that respondents who evaluated their formal
education more positively were more likely to engage in corporate informal learning initiatives.
One possible explanation is that formal education may foster learning habits, self-organization,
and openness to continuous learning.

In contrast, the second hypothesis regarding encouragement toward studying was not
supported by the quantitative findings. The Encouragement variable, as well as separated index
components and alternative index constructions, remained statistically insignificant across all
model specifications. Thus, the findings propose that early educational encouragement alone

may not have a direct influence on participation in corporate upskilling programs among adults.
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At the same time, the explanatory power of all estimated models remained rather modest.
The final model specification achieved an McFadden R? of approximately 0.07 and an AUROC
of 0.666, indicating limited predictive ability. This suggests that participation in informal
education is also influenced by additional unobserved factors that were not captured through the
conducted survey.

6.2. FOCUS GROUP DISCUSSION FINDINGS

The focus group sessions provided a contextual understanding of the mechanisms
underlying the quantitative results. The sessions revealed that learning in IT companies is
perceived as a continuous and practical process embedded in everyday tasks and workplace
communications. Participants consistently described communication with colleagues, internal
professional communities, networking, and workplace collaboration as primary sources of
learning. Respondents also emphasized the importance of organizational learning culture,
managerial encouragement, and practical skill demands in motivating participation in upskilling
programs.

The findings additionally demonstrate that respondents perceive formal education not
primarily as a source of directly applicable professional knowledge, but rather as an environment
that helps develop broader competencies such as communication, critical thinking,
self-management, and the ability to learn independently. Several participants emphasized that
university education “teaches how to learn” and provides a general foundation for future
professional development, even when specific technical knowledge becomes outdated. Such

perceptions help contextualize the positive relationship between perceived formal education
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quality and upskilling participation identified in the quantitative analysis, suggesting that positive
educational experiences may foster long-term openness to continuous learning and professional
self-development.

The qualitative findings additionally demonstrated that respondents perceive non-formal
education not as optional enrichment, but rather as a professional necessity within rapidly
changing technological environments. Many participants associated upskilling with adaptation to
labor market requirements, technological change, and career security, particularly under wartime
uncertainty. At the same time, respondents identified time constraints, workload, and emotional
exhaustion as major barriers limiting participation in additional learning activities.

The results indicate that participation in corporate upskilling among Ukrainian IT
employees is shaped not only by prior educational experiences but also by other factors. Overall,
the group findings complement the quantitative results by showing that upskilling decisions are
shaped by a combination of individual motivation, perceived skill gaps, workplace learning
culture, and time availability. While logistic regression identifies PFEQ as a significant
predictor, quantitative evidence suggests that the mechanism underlying participation in or
exclusion from informal education is more complex. Employees who value their prior education
may be more likely to continue learning, but their participation also depends on whether the
workplace supports learning and whether they have the time, energy, and practical need to

engage in it.
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Chapter 7. Conclusion

This study examined the factors influencing employees' participation in upskilling
programs in the Ukrainian IT sector. Using a sequential mixed-methods design that combined
logistic regression and focus group discussions, the research examined how perceived quality of
formal education, early encouragement to study, and other related factors shape participation in
corporate informal learning programs.

The findings provide several important insights regarding the research question. First, the
results showcase that perceived formal education quality is positively associated with
participation in upskilling programs. Contrary to the initial expectation, respondents who
evaluated their university education more positively were more likely to participate in additional
learning activities. The qualitative findings help explain this relationship. Participants frequently
described formal education not primarily as a source of directly applicable technical knowledge,
but rather as an environment that developed broader competencies such as communication skills,
analytical thinking, self-organization, and the ability to learn independently. Many respondents
emphasized that universities “teach how to learn,” even when specific professional knowledge
becomes outdated over time. These findings suggest that positive educational experiences may
foster a long-term learning orientation and openness toward continuous professional
development rather than reducing the need for further education.

Second, the study did not find empirical evidence to support the hypothesis that early
encouragement from teachers or parents directly predicts participation in corporate upskilling
among adults. While encouragement may shape educational trajectories earlier in life, the
findings indicate that adult participation in non-formal learning depends more strongly on

workplace culture, practical skill demands, career goals, and internal motivation. Focus group
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discussions repeatedly demonstrated that employees perceive learning as a continuous and
necessary part of professional life in the IT sector rather than as a process driven primarily by
earlier educational experiences.

The qualitative findings additionally revealed the central role of organizational learning
culture in shaping participation in upskilling. Participants consistently described communication
with colleagues, networking, internal communities, managerial support, and collaborative
problem-solving as key mechanisms of learning. Upskilling was frequently perceived not as
optional enrichment but as a professional necessity required to remain competitive in rapidly
changing technological environments. Respondents also highlighted the growing role of Al tools
as integrated components of everyday learning practices, particularly for information search,
explanation of unfamiliar concepts, and knowledge organization.

At the same time, the findings suggest that participation in non-formal education is
constrained by several barriers. Heavy workload, limited time availability, emotional exhaustion,
and uncertainty caused by wartime conditions were mentioned several times as factors limiting
engagement in additional learning activities. Nevertheless, the wartime context also appears to
increase the perceived importance of professional adaptability and continuous learning. Many
participants associated upskilling with career security, resilience, and long-term employability
under unstable economic conditions.

Overall, the study contributes to the literature on human capital development, lifelong
learning, and informal education by providing empirical evidence from the Ukrainian context.
Particularly, the research demonstrates that participation in corporate upskilling programs cannot
be explained solely with the help of perceived deficiencies in formal education. Instead,

participation appears to be a broader combination of learning orientation, workplace culture,
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professional demands, and organizational support. By integrating quantitative and qualitative
approaches, the study shows how employees themselves interpret the relationship between
formal education and continuous learning.

Several limitations should be acknowledged. First, the study's sample is restricted to one
ecosystem, limiting the generalizability of its findings to the broader Ukrainian labor market.
Second, the cross-sectional design prevents causal interpretation of the observed relationships.
Third, the study relies on self-reported perceptions, which may be affected by recall bias and
subjective evaluation. Additionally, despite conducting six focus group sessions, the relatively
small qualitative sample may not capture the full diversity of experiences among Ukrainian IT
employees.

In further research, the analysis could be expanded to employees of other companies. For
instance, outsourcing companies, start-ups, and non-IT companies in order to investigate the
differences across the organizations. Future research may also assess the growing role of
artificial intelligence as an assisting tool in shaping informal learning practices and professional
development. Longitudinal research designs could additionally provide a deeper understanding

of how educational experiences and learning behavior evolve over time.
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Table Al. Survey Questionnaire.

APPENDIX A

No Ukrainian (original) English (translated) Notes
Ql 51 o3nailiomuBcsi(-1achk) 3 iHpopmaiero po | I have read the information about the study Required question
JOCIIHKEHHS 1 Aaro 3rofy Ha 00poOky moix | and consent to the processing of my responses
BIJINOBIACH y HAYKOBUX LILJISIX for research purposes
Block 1: Background
Q2 Bam Bik Your age Required question
Q3 Bamra renaepHa i1eHTHYHICTD Your gender identity Required question
Q4 Jle BU 3apa3 nmpoxxuBaete? Where do you currently live? Required question
Q5 Tun Hacenenoro myHkTy, e BU npoxuBanu | Type of settlement where you lived when Required question
i1 Yac 3aKiHYEHHS KON finishing school
Q6 Ha3Ba HaceneHoro myHKTy Name of the settlement Required question
Q7 SAx Ou BU o1iHMIIM piBeHB 100poOyTy Bamoi | How would you assess your family’s financial | Required question
POAMHMU MiJl 4aC HABYAHHS Y CTapIINX well-being during high school?
KJjacax?
Block 2: School
Q8 Tum 3axmany, ne Bu 3m00ymmu cepenHto ocBity | Type of institution where you received Required question
secondary education
Q9 HasBa 3akmany, 1e Bu 3100y/1H CepeIHIO Name of institution where you received your | Required question




No Ukrainian (original) English (translated) Notes
OCBITY secondary education
Q10 [ IIpodins kmacy Class specialization Required question
Q11 [ Pik 3akiHYeHHSI KON Year of school graduation Required question
Q12 | OminiTe TBepIKEHHS Mpo mKiIbHUN g0cBi | Evaluate statements about your school Required question
experience
Q13 | Ilepen Bctynom mo 3BO s cknagas(-n1a) Before entering university, I took the Required question
following exam
Q14 [ Sxmo mam’sraete cBoi pe3ynsratt HMT / If you remember your exam results, please Required question
3HO, BKaxiTh ixX indicate them
Block 3: Higher Education
Q15 | Ha3pa 3aknaay BHIIOi OCBITH Name of the higher education institution Required question
Q16 | CreuianbHICTB Field of study Required question
Q17 [ Pik Bctymy Year of enrollment Required question
Q18 | HaitBumuii 3100y THiA (a00 MTOTOYHUI) Highest (or current) level of education Required question
piBEHb OCBITH
Q19 | OriHITh AKICTH YHIBEPCUTETCHKOT OCBITH Evaluate the quality of your university Required question
education
Q20 | A BimuyBaB(-J1a) pO3pUB MK 3HAHHSIMH 3 I felt a gap between university knowledge and | Required question

YHIBEpCUTETY Ta BAMOI'aMHU MO€T poOOTH

job requirements




No Ukrainian (original) English (translated) Notes

Block 4: Non-Formal Education

Q21 [ Yu 6panu Bu yuacTh y Oynp-sikux nporpamax | Have you participated in any non-formal Required question
HedopManbHOI OCBiTH? education programs?

Q22 | Yu Opanu BY y4acTh B IHIIMX ITporpamax Have you participated in other non-formal Required question
HedopManbHOi OCBiTH? education programs?

Q23 | o crayio roioBHUM MOTHBOM i1 ydacTi B | What was the main motivation for Optional question
HedopMabHii OCBITI? participating in non-formal education?

Block 4.1: Non-Formal Education | Genesis Academy

Q24 | Ouinits pocBix yuacti B Genesis Academy | Evaluate your experience in Genesis Academy | Required question

Block 4.2: Non-Formal Education | Internal Education

Q25 | Ominite nocin yudacti B Internal Education | Evaluate your experience in Internal Education | Required question

Block 4.3: Non-Formal Education | Genesis Academy & Internal Education

Q26 | Ominite nocsin yuacti B Genesis Academy | Evaluate your experience in Genesis Academy | Used as a separate block for

the combined scenario due
Q27 | Ouinite nocsix y4acti B Internal Education | Evaluate your experience in Internal Education | to Google Forms feature
limitations

Block 5: Job

Q28 | Bam nomen pobotu Your work domain Required question

Q29 | Sxmo obpanu "[HmnMi", BKaXITh If "Other", please specify Required question




No Ukrainian (original) English (translated) Notes
Q30 | Bam nmoTounwmii rpeis Your current grade Required question
Q31 | Ha3pa mo3wiiii, Ha sIKiif BH MPAIIOETE 3apa3 Your current job title Required question
Q32 [ Pik mpamneBnamTyBaHHsI B €KOCHCTEMI Year of employment in the ecosystem Required question
Q33 | KigbKicTh pOKIB 3arajbHOTO pOOOYOTO Total years of work experience Required question
JOCBiLY
Q34 | Hdiama3oH Bamioi HOTOYHOI MiCAYHOL Your current monthly salary range Required question
3apIuiaTu
Block 6: Focus Group
Q35 | 4 xouy Oyt yacTUHOIO (POKYC-TpyInr I want to be part of the focus group Required question
Q36 | Bama nomra jyuist 38’ 13Ky Your email Required question if the
respondent agrees to be part
of the focus group
Q37 | Bam Tenerpam s 3B’ SI3KYy Your Telegram Required question if the
respondent agrees to be part
of the focus group
Source: Developed by the author.




Table A2. Survey Data Schema.

Question Question Topic Type Scale
Q2 Age Continuous Years
Q3 Gender Categorical E E;n\;l: / Male / Non-binary / Prefer not to
Q4 Current Residence Categorical Ukraine / Abroad
Q5 Settlement Type Categorical 5 categories
Q6 Settlement Name Text Open field
Q7 Socioeconomic Background | Ordinal 1-5
Q8 Secondary School Type Categorical 6 categories
Q9 Secondary School Name Text Open field
Q10 Class Profile Categorical 6 categories
Q11 School Graduation Year Continuous Year
Q12 School Experience Ordinal Likert 1-5 (4 items)
Q13 Entrance Exam Categorical ZNO / NMT / Other
Q14 Exam Results Text Open field, optional
Q15 University Name Text Open field




Question Question Topic Type Scale

Ql6 Field Of Study Categorical Text

Q17 Enrollment Year Continuous Year

QI8 Education Level Categorical Bachelor / Master / PhD
Q19 University Quality Ordinal Likert 1-5 (5 items)
Q20 Perceived Skill Gap Ordinal Likert 1-5

Q21 Participation Upskilling Binary 0/1 (recoded)

Q22 Other Programs Categorical Multi-select

Q23 Motivation to Upskill Text Open field, optional
Q24 S;;l:rsii:négademy Ordinal Likert 1-5 (4 items)
Q25 gl;e)l(;r;?elnli(elucation Ordinal Likert 1-5 (4 items)
Q28 Work Domain Categorical 15 categories

Q30 Job Grade Categorical E;c:gn/ /HI::(iin/e(e:_/lil\trelior /Middle / Senior /
Q31 Job Title Text Open field

Q32 Employment Year Continuous Year




Question Question Topic Type Scale
Q33 Work Experience Continuous Years
Q34 Salary Range Ordinal 1-12
Q35 Focus Group Binary Yes / No

Source: Developed by the author.




APPENDIX B

Table B1. Scenario for Focus Group Discussion

Section

Ukrainian (original)

English (translated)

Introduction and
Consent

JIsKyt0, 110 3HAWIIUIA Yac 1 TOTOUIIUCS B3SITH YUacCTh.
Mesne 3Batu Codis, s ctynenTka KuiBcbkoi mikonu
€KOHOMIKH 1 IPOBOJDKY JAOCIIIKEHHS PO PaKTOpH, 110
BIUIMBAIOTh HA PILLICHHS OpaTH y4yacThb y Iporpamax
HedopmanbHOi ocBiTH cepen [ T-cemiamicTis.
CporofHinHs 3ycTpid TpuBaTuMe 01u3bko 60 XBUIIHH.

Thank you for finding the time and agreeing to participate.
My name is Sofiia, I am a student at the Kyiv School of
Economics, and I am conducting research on the factors
influencing decisions to participate in non-formal
education programs among IT specialists. Today’s meeting
will last approximately 60 minutes.

Introduction and
Consent

VYce, 1o Oyae cka3zaHo TYT, 3aJIMIIAE€THCS TOBHICTIO
aHOHIMHHUM. Y (piHaIBHIN| pOOOTI HE 3'IBUTHCS KOITHUX
iMeH 4 i1eHTu]iKyrouux aetaneid. Bami Biamosiai
OyIyTh 3alMCcaHi BUKIIOYHO JIJIST TTOJTBIITOT
TPAHCKPHIIIIIT Ta TEMATUYHOTO aHAII3Y.

Everything said here will remain completely anonymous.
No names or identifying details will appear in the final
paper. Your responses will be recorded solely for
transcription and thematic analysis purposes.

Introduction and
Consent

Hemae npaBuiIbHUX 91 HEMTPABWIBHUX BiAOBIICH.
MeHe HiKaBIATh caMe Ball 0COOMCTHI TOCBIJ 1
norsiid. byas macka, ToBOpIiTh BIIKPUTO — B TOMY
YUCIT, SIKIO BAIll JOCBIJ BIIPI3HIETHCS BiJ] TOTO, IO
TOBOPSATH 1HII YYaCHUKH.

There are no right or wrong answers. I am interested
specifically in your personal experiences and perspectives.
Please speak openly, including if your experience differs
from what other participants say.

Introduction and
Consent

Uu norojxyeTecs BU NPOJOBKUTH Ha IIMX YMOBax?

Do you agree to continue under these conditions?

Block 1:
Introduction

JlaBaiiTe KOpOTKO MO3HAMOMUMOCS — PO3KaXKIiTh, AKa y
BacC 3apa3 1ocaja i CKiJIbKU BH Bxe mpartoete B IT.
OpHa-1Ba peyeHHsl.

Let’s briefly introduce ourselves — please tell us your
current position and how long you have been working in
IT. One or two sentences.




Section Ukrainian (original) English (translated)
s i i — . .
KILO NOAyMatH H? O THTOBHH p060"{I/II/I THECHE If you think about a typical workweek, where do you
3BIJIKW B 3a3BHYall OTPUMYETE HOBI 3HAHHS 200 .
Block 1: HABIYKH, HeoOXiHi 1% poGoTn? Lle Moske ByTH IO usually get new knowledge or skills necessary for your
Introduction ’ UL AU P ) yTH I work? It can be anything — colleagues, articles, courses,

3aBrOJTHO — KOJIETH, CTATTi, KypCH, IIPOCTO METOJ
cpoO 1 MOMMIIOK.

or simply trial and error.

Block 2: Formal
Education and
Perceived Gap

3rajaiiTe mepii Micsili Ha cBOTH HUHIMIHIN a00 mepuriit
po6orti B IT. Hackinpku Te, 4oro Bac HaBYajIu B
YHIBEPCHUTETI, BiIMIOBIIAaJI0 TOMY, IO BiJl BaC peajibHO
BUMArasuocs?

Think back to the first months at your current or first IT
job. To what extent did what you learned at university
correspond to what was actually expected from you?

Block 2: Formal
Education and
Perceived Gap

Uu OyB KOHKPETHUN MOMEHT — 3aBJaHHsI, IPOEKT,
CHUTYyallis — KOJIU BU BIIUYJIH, III0 YHIBEPCUTETCHKUX
3HaHb pocTo He Buctadae? Illo Toai BinOyBanocs?

Was there a specific moment — a task, project, or
situation — when you felt that university knowledge was
simply insufficient? What was happening then?

Block 2: Formal
Education and
Perceived Gap

[Ti, xTo mpoxoaus arnckiminr — '3, I'4, I'5, I'6]. Konu
BU BIUYJIU IIEil pO3PHUB — IO CTAJIO BAIOIO MEPIIOI0
peakiiero? Bu ofpa3sy nrykanu CTpyKTypOBaHHUN Kypc,
YU CIIOYATKy Hamarajiucs po3ioparucs camocTiitHo abo
yepes KoJer?

[Those who completed upskilling — G3, G4, G5, G6].
When you felt this gap, what was your first reaction? Did
you immediately look for a structured course, or did you
first try to figure things out independently or through
colleagues?

Block 2: Formal
Education and
Perceived Gap

[T1, xTo HE mpoxoauB anckimar — ['1, '2]. Konu Bu
BiZIUyJIH LIei po3puB — sIK BH 3 HUM cripasisuiucs? o
pPOOMIIM 3aMiCTh CTPYKTYpOBAaHOTO HaBUAHHS?

[Those who did not complete upskilling — G1, G2].
When you felt this gap, how did you cope with it? What
did you do instead of structured learning?

Block 2: Formal
Education and
Perceived Gap

SIk, Ha Bally JyMKY, SIKICTh YHIBEPCUTETCHKOI OCBITH
BILUIMBAE HA T€, YU BHUPILIYE JIIOTMHA HABYATHCS
nonatkoBo? A0o 11e B3arasi He MoB's3aHi pedi?

In your opinion, how does the quality of university
education affect whether a person decides to pursue
additional learning? Or are these things unrelated
altogether?
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Section Ukrainian (original) English (translated)

[Ti, xTo mpoxoaus arnckiniar — '3, '4, I'S, I'6]. [Those who completed upskilling — G3, G4, G5, G6].
Block 3: Po3zkaxiTh, sik KOHKpeTHO BU Bupimmu npueaHarucs  |Please describe how exactly you decided to join a program
Upskilling 1o nporpamu — uu To Genesis Academy, Internal — whether Genesis Academy, Internal Education, an
Decisions Education, onnaiin-kypc ado mocs iame. Le 6ymo online course, or something else. Was it a gradual decision

MOCTYTIOBE PIlIEHHS YU OIUH KOHKPETHUI MOMEHT? or one specific moment?

Ti imiar — I'1, I'2]. B . . )

T3, XTO HEC TIPOXOIMB AMCKUITHT  12] M SHaH [Those who did not complete upskilling — G1, G2]. Did
Block 3: npo icHyBaHHs Internal Education abo Genesis . . 0
Upskilling Academy? SKILIO TaK — 110 BY TyMaH 1O 1 you know about Internal Education or Genesis Academy?

Pkt o . If yes, what did you think about these programs? Did you
Decisions nporpamu? Yu po3risgaiy BH y4acTh, 1 AKIIO TaK — . R .
o consider participating, and if so, what stopped you?

110 3YMTHHHIIO]

Block 3: [Bei rpynu]. lasajite CHpO6y€M9 PasoM CIIacTH [All groups]. Let’s try together to make a list: what most
o1y CIHCOK: 1110, HAa BaIly AYMKY, HAH9acTilIe CIOHYKa€e . . .
Upskilling . 7 . . o often motivates people in IT to pursue upskilling, and
.. mroneit B IT no anckininry — i o Haivacrime im .

Decisions N what most often prevents them from doing so?

3aBaxae’
Block 3: Yu BiJlirpaBaB XTOCh 13 Ballloro OTOYEHHs (KoJera, Did anyone from your environment (a colleague, manager,
Upskilling MEHEeDKEp, APYT) POJIb y BalloMy pinieHHi HaByatucsi  |or friend) play a role in your decision to study or not
Decisions a6o0 He Hapyaruca? [Ipsmo 4y onocepeaKkoBaHo? study? Directly or indirectly?
Block 4: omu Bu Oyu B JuKo a00 ymiBepeHTeTi — it Oy When you were in school or university, were there people

HIOPYY JIFOIH, SIKi aKTUBHO 320X0YYBaJIU Bac JI0 .
Encouragement . around you who actively encouraged you to study,

3 HaBYaHHS, 0COOJIHMBO /10 TEXHIYHUX a00 TOYHUX . : .o

Across Life T especially technical or exact disciplines? Who were they,
Stages FucH - ATOTIE DYB TAK I a and what did it look like in practice?

npaxkTuii?
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Section Ukrainian (original) English (translated)
Block 4: [T1, xTo mpoxoaus anckimnar — '3, I'4, I'5, I'6]. SAAxkmo |[Those who completed upskilling — G3, G4, G5, G6]. If
Encouragement |Taka miarpuMmka Oyna — siK BH JyMaeTe, Yu such support existed, do you think its influence is still felt
Across Life BIJIYYBA€ETHCS 11 BIUIMB 3apa3, y BalllOMY CTaBJIeHHI 10  |today in your attitude toward learning as an adult
Stages HaBYaHHA 5K JJ0pOCioro (axisi? professional?
Block 4: [T1, xTo HE mpoxoauB anckimar — I['1, ['2]. ko Takoi |[Those who did not complete upskilling — G1, G2]. If
Encouragement |miarpumku He Oyino abo BoHa Oyna caOkoro — sik B [such support was absent or weak, do you think this
Across Life JTyMa€eTe, M BIUIMHYJIO 11 Ha Te, SIK BH 3apa3 ctaButech |influenced the way you currently perceive additional
Stages JI0 JI0/IaTKOBOTO HaBYAHHs? learning?
Block 4: A icIi — .
¢ Ha POOOUOMY MICIi — \{H BILIHBAB BAIll MCHE/LKEP At the workplace, did your manager or team culture
Encouragement [a0o Ky/ibTypa KOMaHI1 Ha T€, SIK BU IyMa€eTe PO . .
3 . . influence how you think about your own development?
Across Life BJIACHUM PO3BUTOK? MoXeTe HaBeCTH KOHKPETHUI . .
Can you provide a specific example?
Stages npukian?
Block 4: . . . .
Encouracement Sk BU BBaXKaeTe: 3a0XOUEHHS B IUTUHCTBI Ta In your opinion, are encouragement in childhood and
Across Iigl fo 320X04YEHHS Ha POOOTI — IIe CXOXKI1 pedi, Ui BOHM JIIF0Th |encouragement at work similar things, or do they function
no-pizHomy? differently?
Stages
Block 5: Mu Bci 3apa3 )KUBEMO 1 IpaItoeMo B 1yke ocoonuBux | We are all currently living and working under very
Wa rtimé obcraBuHax. Uum 3MiHniIa moBHOMAacIITaOHa BiifHaA Te, 5K |particular circumstances. Has the full-scale war changed
Context BU JlyMa€Te Mpo Kap'epy abo npo HaBuyaHHA? B sxomy  [the way you think about career or education? In what
HanpsAMKy? direction?
. .. Th h 1 killing — 4 .
Block 5: [T1, xTo mpoxoaus anckimuar — '3, '4, I'5, I'6]. Uu [ [105¢ Who comp cted upski ne G3, G4, G5, G6]
. " . . .. Did the war influence your decision to pursue upskilling
Wartime BIUTMHYJIA BillHA Ha Ballle PIllICHHS TIPOWTH arCKUTiHT — . oy o
. — either as additional motivation or, conversely, as an
Context K TOJTATKOBA MOTHUBAIlisl, 200 HaBMAKH, SIK TIepernkoaa?

obstacle?
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Section Ukrainian (original) English (translated)

Block 5- [T1, xTo HE mpoxoauB anckimar — ['1, [2]. Un [Those who did not complete upskilling — G1, G2]. Did
Wa rtimé BIUTMHYJIA BiliHA Ha Ballle CTaBJICHHs 10 HaBYaHHA — M |the war influence your attitude toward learning? Did it
Context cTaja BOHA OJHIEIO 3 MPUYWH, YOMY BH TIOKH 1110 HE become one of the reasons why you have not yet joined

JOTyvanucs 10 nporpam? any programs?
Block 6: S0 Ha3BaTH OAWH — HANUTOJIOBHIINN — YUHHUK, If you had to name one — the main — factor determining
Reflection and |skuii Bu3Hauae, un Bupimuth [ T-cnemianict npoxoautu (whether an IT specialist decides to pursue upskilling or
Conclusion ATCKUTIHT Y¥ HI — IO 1€, Ha BaIy AyMKy? not, what would it be in your opinion?
Block 6: [T1, xTo mpoxoaus anckimuar — '3, 4, I'5, T'6]. [Those who completed upskilling — G3, G4, G5, G6]. In
Reflec ti;)n and OpHUM-BOMA PEYCHHSIMH: YOMY BH OCOOUCTO one or two sentences: why did you personally decide to
Conclusion BUPIIIWIIM MPOIOBKYBATH HaBYATHCS, KOJIM HE BCl Bari |continue learning when not all your colleagues in the same

KOJIETH Ha Tii camiil mocasi 1e poonsiTh? position do so?

Ti anckimar — I'1, I'2]. . o

[T1, XTO HE MPOXOIHB ANCKIMIHT ; ] [Those who did not complete upskilling — G1, G2]. In

Block 6: OnHUM-ABOMA PEUYCHHSIMU: 10 MaJio O 3MIHUTHUCST — y )
: . ) . one or two sentences: what would need to change — in the
Reflection and |mporpawmi, y Bamomy KuTTi, y poO0Ti — 1100 BH . . .
. program, in your life, or at work — for you to seriously
Conclusion peaIbHO PO3IISHYIIN YYacTh Y CTPYKTYPOBaHOMY . L o
o consider participating in structured learning?

HaBYaHHI’
Block 6: Uw € 110Cch BaXIIMBE, 110 CTOCYETHCS TEMU HAIIOTO Is there anything important related to the topic of our
Reflection and |nocnimkeHHs — mpo HaBYAHHS, PO BUOIp, PO M0CBix [research — about learning, decision-making, or
Conclusion B [T, — 4oro Mu 11e He TOPKHYJIUCS ChOTO/IHI? experience in I'T — that we have not yet discussed today?
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TPAHCKPHIIIII] Ta MOAAIBIIIOTO aHATI3Y B IUIUIOMHIN
po0OTi — BCE MOBHICTIO AaHOHIMHO.

Section Ukrainian (original) English (translated)
JIsikyto BciM 3a BikpuTe Ta 3MicToBHe obroBopeHHs. | Thank you all for the open and meaningful discussion.
Barmmi BiamoBiai xy>ke BaXIIUBI IS ITLOTO TOCTIDKEHHS. | Your responses are very important for this research. |
Conclusion Haranyto, mo 3anuc Oyne Bukopuctanuii BukitouHo s | would like to remind you that the recording will be used

solely for transcription and further analysis in the thesis —
everything remains fully anonymous.

Source: Developed by the author.




Table C1. Logistic Regression Results (Models 0-3).

APPENDIX C
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Dependent variable:
Participation in Upskilling (0/1)

0) (1) 2 (3)
Perceived Formal 0.409%*** 0.411**
Education Quality (0.158) (0.164)
Encouragement 0.099 -0.009
(0.160) (0.167)
Constant 0.157 -1.173%* -0.182 -1.150*
(0.136) (0.532) (0.563) (0.690)
Observations 217 217 217 217
Log Likelihood -149.746 -146.256 -149.553 -146.255
Akaike Information 301.493 296.512 303.106 298.510
Criterion

Note: *p<0.1; **p<0.05; ***p<0.01

Source: Author’s own calculations based on collected data.
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Table C2. Average Marginal Effects of Logistic Regression Results (Models 1-3).
Model | Factor AME SE z p lower upper
(1) PerceivedFormalEducationQuality | 0.0985 0.0357 2.7547 0.0059 0.0284 0.1685
(2) Encouragement 0.0246 0.0395 0.6230 0.5333 -0.0528 0.1020
PerceivedFormalEducationQuality | 0.0990 0.0371 2.6694 0.0076 0.0263 0.1716
3)
Encouragement -0.0021 0.0403 -0.0518 0.9587 -0.0810 0.0768
Source: Author’s own calculations based on collected data.
Table C3. Logistic Regression Results (Models 0, 1, 1.1, and 1.2).
Dependent variable:
Participation in Upskilling (0/1)
(0) (1) (1.1) (1.2)
Perceived Formal 0.409°%**
Education Quality (0.158)
PerceivedSkillGap 0.039
(0.140)
Uni_Foundation 0.173
(0.153)
Uni_Relevance -0.182

(0.155)
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Dependent variable:
Participation in Upskilling (0/1)
(0) ) (1.1) (1.2)
Uni_Technology 0.336** 0.343**
(0.147) (0.111)
Uni_SoftSkills 0.079
(0.129)
Constant 0.157 -1.173%* -1.156 -0.813**
(0.136) (0.532) (0.921) (0.340)
Observations 217 217 217 217
Log Likelihood -149.746 -146.256 -142.853 -144.71
Akaike Information 301.493 296.512 299.706 293.421
Criterion

Note: *p<0.1; **p<0.05; ***p<0.01

Source: Author’s own calculations based on collected data.



Table C4. Logistic Regression Results (Models 0, 2, 2.1, and 2.2).
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Dependent variable:
Participation in Upskilling (0/1)
(0) ) 2.1) 2.2)
Encouragement 0.099
(0.160)
School Teacher STEM -0.085
(0.128)
School Parent STEM 0.130
(0.131)
School Teacher Hum 0.065
(0.140)
School Parent Hum 0.003
(0.144)
Encouragement STEM 0.041
(0.122)
Encouragement Hum 0.061
(0.150)
Constant 0.157 -0.182 -0.254 -0.194
(0.136) (0.563) (0.583) (0.578)
Observations 217 217 217 217
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Dependent variable:
Participation in Upskilling (0/1)

0) (2) (2.1) (2.2)
Log Likelihood -149.746 -149.553 149.104 -149.549
Akaike Information 301.493 303.106 308.208 305.098
Criterion
Note: *p<0.1; **p<0.05; ***p<0.01
Source: Author’s own calculations based on collected data.
Table CS5. Logistic Regression Results (Models 0, 1, 4, 5, and Final Model).
Dependent variable:
Participation in Upskilling (0/1)
(0) (1) 4) (5) (final model)
Perceived Formal 0.409*** 0.303 0.272 0.454%**
Education Quality (0.158) (0.222) (0.193) (0.169)
CurrentResidenceU 0.039
kraine (0.598)
SocioeconomicStat -39.966
usLow (3,054.151)
SocioeconomicStat -41.689
usLower-middle (3,054.151)
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Dependent variable:
Participation in Upskilling (0/1)

(0) (D) 4) ®)) (final model)
SocioeconomicStat -41.498 0.272 0.454%**
usMiddle (3,054.151) (0.193) (0.169)
SocioeconomicStat -41.649
usUpper-middle (3,054.151)
SocioeconomicStat -60.452
usHigh (7,202.267)
EducationLevelMas 0.864*
ter's (0.464)
EducationLevelothe -0.560
r (1.140)
EducationLevelPhD 0.979
(1.562)

JobGradeHead -17.362

(6,522.639)
JobGradelntern -21.649

(6,522.639)
JobGradelJunior -19.522

(6,522.639)
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Dependent variable:
Participation in Upskilling (0/1)

(0) (1) 4) %) (final model)

JobGradeLead -0.952

(9,224.404)
JobGradeMiddle -18.880

(6,522.639)
JobGradeSenior -18.885

(6,522.639)
JobGradeTrainee -1.459

(7,509.990)
EmploymentYear 0.003

(0.005)
WorkExperience -0.084 -0.004
(0.094) (0.034)

WorkDomain_binar 0.967** 0.127 0.091
yTech (0.417) (0.407) (0.348)
GenderMale: Work 1.653** 1.591**
Domain_binaryTec (0.787) (0.709)
h
Genderl prefer not 15.571 15.157
to (1,455.398) (1,455.398)
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Dependent variable:
Participation in Upskilling (0/1)

(0) (1) 4) %) (final model)
answer: WorkDomai
n_binaryTech
GenderMale -1.031%* -1.634%* -1.378%**
(0.430) (0.637) (0.566)
Genderl prefer not -41.203 -16.283 -15.953
to answer (3,054.151) (1,455.398) (1,455.398)
GenderNon-binary -36.598 -15.947 -15.555
(5,264.055) (1,028.987) (1,009.442)
Kyiv_binaryKyiv 0.241
(0.383)
AgeBucket23-27 -0.665 0.332
(0.564) (0.420)
AgeBucket28-35 -1.299* -0.374
(0.725) (0.473)
AgeBucket36+ -18.615 -1.333
(1,786.766) (1.269)
Constant 0.157 -1.173%* 54.199 -0.581 -1.249%*
(0.136) (0.532) (7,202.261) (0.807) (0.602)
Observations 217 217 172 176 217
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Dependent variable:
Participation in Upskilling (0/1)

(0) (1) 4) %) (final model)
Log Likelihood -149.746 -146.256 -93.835 -110.544 -139.504
Akaike Information 301.493 296.512 243.669 245.089 295.008
Criterion
Note: *p<0.1; **p<0.05; ***p<0.01
Source: Author’s own calculations based on collected data.
Table C6. Probit Regression Results.
Dependent variable:
Participation in Upskilling (0/1)
logistic probit
(0) ) () 3)
PerceivedFormalEducat 0.254%** 0.255%*
ionQuality (0.097) (0.101)
Encouragement 0.062 -0.005
(0.100) (0.104)
Constant 0.157 -0.728** -0.114 -0.715*
(0.136) (0.328) (0.352) (0.427)




Dependent variable:
Participation in Upskilling (0/1)

logistic probit
0) (1) (2 (3)
Observations 217 217 217 217
Akaike Information 301.493 296.522 303.106 298.520
Criterion

Note: *p<0.1; **p<0.05; ***p<0.01

Source: Author’s own calculations based on collected data.
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Timestamp Speaker Ukrainian (original) English (translated)
Omske, nepuie [THTATHA BIL MCHC. /lasaiire . So, my first question. Let us briefly introduce
KOPOTKO IMO3HAHOMHUMOCH MiXk c00010. Po3KaxiTh,
0:00 Moderator . . . . ourselves. Please tell us what you do and how long
YMM BU 3aIMA€TECh 1 CKUTbKU POKIB, a00 KU ..
. you have been working in the company.
TIePioJT Yacy BU BXKE MPAIFOETE B KOMITAHI{.
- S mpamroro Education Project Specialist B ocitHiii|l work as an Education Project Specialist in the
0:16 Participant 1 . . .
KOMaH1i OJIM3BKO JIBOX POKIB. educational team for around two years.
0:45 Participant 2 |5 mpamtoro Marketing Operation Specialist. I work as a Marketing Operation Specialist.
1:08 Participant 3 |4 npamroro Customer Support Specialist. I work as a Customer Support Specialist.
s i . . .
KINO 5aTaTIOM TIOAYMATH TPO BAtll THIOBHH If you think about your typical working day, where
1:19 Moderator pobouMii 1eHb, 3BIIKA BH 3a3BUYA OTPUMYETE .
. do you usually get new knowledge or skills from?
HOBI1 3HaHHS 200 HABUYKH?
1:41 Participant 2 Hy, B MeHe B nepiy yepry 1ie Kojeru, TOUHO Well, first of all, for me it is colleagues, definitely
KOJIETH. colleagues.
217 Participant 1 st Mene, MalOyTh, OUTBIIICTH KOHTEHTY — 1€ siKich |[For me, most of the content is probably articles that
CTaTTi, SIKi ST 3HAXO/XKY CaM. I find myself.
. For me, it is the knowledge base, occasionally
. s mene 1ie knowledge base, 3pinka koseru, a .
2:42 Participant 3 e . o . colleagues, and also my own professional
TaKOX Miil ocoOucTuit mpodeciiHuii JOCBI/I. .
experience.
(ACKUIBKH TC, HOMY BU BAMIHCh B YHIBCPCUTCTL, 0y oot extent did what you learned at university
3:10 Moderator BiJIMIOB11aJI0 TOMY, 1110 BH PEaTbHO POOMIIN Ha .
. correspond to what you actually did at work?
po6oTi?
3:35 Participant 2 |Jlecs Ha 50% st 3acTOCOBYBaB HaBUYKH, SIK1 I used approximately 50% of the skills that I
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Timestamp Speaker Ukrainian (original) English (translated)
OTpUMAaB B YHIBEpCHUTETI. acquired at university.
420 Participant 1 Xap/iB, Ki MEHi 1aja Most BUIIIa OCBiTa, He Tak  The number of hard skills that my higher education
Oarato. gave me is not very large.
501 Participant 3 Mgﬁme HE BUKOPUCTOBYBAJIA 3HAHHS, orpumani B |l a}mosF never used the knowledge obtained at
YHIBEpCHUTETI. university.
Bynp-sixuit pobounii BUKJIMK Ha cTapTi poootn — |Any work-related challenge at the beginning of
6:37 Participant 1 |Tu abo 3BepTaemics 10 KoJer, ad0 IIyKaemt employment means you either ask colleagues or
iH(popMmarrito camocCTiitHO. search for information independently.
- MeHi 3aBX/I1 XOTUIOCS MOMOBHIOBATH 3HAHHS 1 I always wanted to expand my knowledge and
8:18 Participant 3 . . . .\
IIYKaTH JOJATKOB1 MOYJIUBOCTI. search for additional opportunities.
9:17 Participant 1 |Tpe6a BU3HAUNTH, IO TaKe SKICTh OCBITH. It is necessary to define what educational quality
actually means.
10:22 Participant 3 SKicTh OCBITH MOKE B3araiii BiiOUTH OakaHHs Edgcational quality may completely discourage the
BUUTHUCS. desire to study.
. . Di kn he exi f1 1
11:43 Moderator Uwu 3nanu BU nipo icHyBaHHs Internal Education? id you Know about the existence of Interna
Education?
12:10 Participant 1 3Ha§, 3HAXOJUB TaKi MOXKJIMBOCTi, HABUABCS I knew abou‘F such opportunities and even
HaBiTh. participated in them.
16:41 Participant 1 |Baxko 3HalTH Yac, CHIIH, OayKaHHS. It is difficult to find time, energy, and motivation.
17:28 Participant 2 CknaiHO 3HAaWTH Kypc, sikuit rapanToBaHo Oyae (It is difficult to find a course that is guaranteed to
KOPUCHUM. be useful.
. Hanpuxknan, nopekoMeH1yBanu Kypc abo For example, someone recommended a course or
19:55 Participant 4 . .
MIOKa3aJTi BIACHUM TPUKJIIAJIOM. demonstrated it through their own example.
20:51 Participant 2 |Lle Oy GaThku, siKi 3a0X04uyBaM 10 HaB4aHHs.  |[t was my parents who encouraged me to study.
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Timestamp Speaker Ukrainian (original) English (translated)
21:52 Participant 3 XO'TIJIOCH 0 6.1J'IBH_IC HIATPUMKH B LIKOMI U I Wlsh there had been more support at school and
YHIBEPCHTETI. university.
24:19 Participant 1 |B xoMaH/i iCHy€ KyJIbT HaBYaHHS. There is a culture of learning within the team.

2515 Participant 4 51 BimuyBato aysxe nmomiTHu# BruiuB MeHemkepa i |I feel a very noticeable influence from my manager

KOMaH/I1 Ha 0a)KaHHS BYUTHCS. and team on my desire to study.
27-44 Participant 1 OCBvlTa i yac poOOTH — 1€ 30BCIM 1HIII Education du.rlng employment is driven by
NpaiiBepu. completely different factors.

Bilina mo0anpHO He 3MIHWIIA MO€E OaKaHHS

29:57 Participant 2 The war did not globally change my desire to learn.
BUUTHCS.

31:21 Participant 4 |Tpe6a, kopoTIlle, BUYKUBATH B IIbOMY CBITI. In short, you need to survive in this world.

32:52 Participant 1 |HaiiromoBHiriie — MOTHBOBAHICTb. The most important thing is motivation.

Mae 3'aBuTHCS 10JaTKOBI 8 roiMH Ha 100y abo There needs to be an extra 8 hours in the day, or the

33:36 Participant 1
3MEHIIATHUCSI HAaBAHTAKECHHS. workload must decrease.

35:01 Moderator Jy>xe BaM JSKYIO 3a Ballll BiIMOBIII. Thank you very much for your responses.

Source: Compiled and translated by the author based on focus group discussions.

Table D2. Group Discussion Session 2.

Timestamp Speaker Ukrainian (original) English (translated)

S nmin komanam, sika aamiHicTpye [Ha3Ba]. [Iparioro [ am the lead of the team that administers [name]. I

0:14 Participant 1 BXKE Mali’Ke TpU POKHU. have been working for almost three years.

S nparmroro B [BiauI1] onepaniifHoo
0:29 Participant 2 |MeHemKepKoIO 1 3aKpUBaro CBiii probation Ha
MOYaTKy YepPBHSI.

[ work in [department] as an operations manager,
and I finish my probation at the beginning of June.
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Timestamp Speaker Ukrainian (original) English (translated)
.. . [ am a [position] at [company], and I have been
0:49 Participant 3 |4 [mo3uwist] y [KoMnaHii], s mpaitoro Bxe 4,5 poky. . ’
P [ wa] y [ ], 2 npan > POKY. working here for 4.5 years.
.. 41 3apa3 mpairroro Ha no3uilii financial-anamniTuka, i |[ currently work as a financial analyst, and before
1:13 Participant 4 e .
JI0 IIOTO B MEHE OyB opranizariiinuii 0exrpaysn. [that, I had an organizational background.
- S [im’s], mparttoro y [Bimnini] B [Ha3Ba komanau]  [[ am [name], I work in [department] in [team name]
1:26 Participant 5 N
6mm3bKo 10 MicsiB. and have been there for around 10 months.
KoskeH neHp TH OCH 13HAEMICS, TOMY 110 Every day you learn something new because new
211 Participant 3 MOCTIHHO BUHUKAIOTh HOBI 3alUTH, HOBI cuTyalii. [requests and situations constantly appear. Plus, with
' p [Ttoc 3apa3 3 po3BuTKOM TY4YHOTO iHTENEeKkTy TH  [the development of artificial intelligence, you learn
LIOAHS LIOCh ONIAaHOBYeI yepe3 Al. something new through Al every day.
B ocHOBHOMY $IKiCh HOB1 IITYKH MH J1I3HAEMOCS . . .
06I0BO 101051/1 5 KOMAH OIOT}I; . IOI-(I)[‘{I/I 5 > Mostly, we learn new things through discussions
3:24 Participant 1 oBOp /1010, Tipatl with the team, working with stakeholders,
CTEUKXOJIepamMu, dyepe3 OpeiHmTopMu abo . }
Lo brainstorming, or external resources.
30BHIIIIHI PecypcH.
yOM:THIfOQ'sz I?;;ﬁﬁf:““;:ggmgi’{:oﬁy [ am currently in active onboarding, so additional
4:17 Participant 4 fl i[)xo Y KYDCH 110 af[Hyanim iyKo I/IC. HOCh learning is very relevant. I take analytics courses,
POXOILKY XYP Hl, KOpHCTY use coding chats, and ask about unfamiliar terms.
gaTtaMu 3 KOJIOM, IIUTAI0 HE3HAMOMI CJI0Ba.
.. S maibxe Bce mi3HArOCH BiJ KoMaHau i1 Bif iHmuX [ learn almost everything from my team, and from
5:25 Participant 2 . . .
KOMaH/I, 3 SKUMH CIIJIKYIOCh. other teams I communicate with.
545 Participant 5 Haiibinbie HOBUX 3HaHB 51 oTpuMyto BiJ kosier Ta [[ mostly gain new knowledge from colleagues and
' p KOMYHIKAIIi 3 JTIOIbMHU. communication with people.
Ha sxanb, yHiBepcuTeT He Tak cuiabHO noBiuMBaB  [Unfortunately, the university did not influence my
. Ha MOIo poOory, sik xotinocst 6. Came B Genesis s [work as much as [ would have liked. It was at
6:50 Participant 1

3po3yMijia KylIbTypYy HaBYaHHS 1 HACKIJIBKU 1€
Ba)KITHBO.

Genesis that [ understood the culture of learning

and how important it is.
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Timestamp Speaker Ukrainian (original) English (translated)
dopmalibHa OCBITa HE Jjana MeHi Maiike Hidoro,  [Formal education gave me almost nothing except
7:34 Participant 2 |okpim HaBH4OK self-management. 5l HaBuanach self-management skills. I learned everything
BCHOMY EMIIIPUYHUM IUISXOM. empirically.
821 Participant 3 Most ocBiTa TIcCHXoJIora J1aja MeHI XOPOIIHiA My psychology education provided me with a
' p ¢dbyHnameHT s npodeciiHol iSTbHOCTI. strong foundation for my professional work.
10:24 Participant 4 Jnist pekpyTHHTY MOsI OCBiTa He jonomoria, ane  [My education did not help with recruitment, but my
’ p TEXHIYHHUI OCeKTrpayH[ 3apa3 JyKe J0IoMarae. technical background helps me a lot now.
. Te, 1110 MU BYWIIN B YHIBEPCUTETI, BiJICTaBaIO What we studied at university was around 30 years
11:23 Participant 5 . . . .
pokiB Ha 30, ane 6a3a Bce-Taku Oyna kopucHoro.  joutdated, but the basic foundation was still useful.
VYHiBepcuTeTChKa OCBITa HE MOXKe MOKpHUTH Bce.  [University education cannot cover everything. More
12:12 Participant 3 |dy»e gornomaranu Oi1bII TOCBITYEHI KOJIETH, experienced colleagues, articles, books, courses,
CTaTTl, KHUT'H, KypCH Ta CEMIHAPH. and seminars helped a lot.
YHIBEpCUTET HABYUB MCHE CTAaBUTH IMUTAHHSA 1 University taught me how to ask questions and
14:09 Participant 4 |mykatu inpopmaniro. Lle HaBuuka, sxy s 3a0pana 3 [search for information. This is a skill I carried into
c00010 y poOoTy. my work.
Komnu 51 3miHIOBana po0oTy, st Biauyna, 0 MeH1 He .
.. 1a poboTy, A BILTYIIA, I (When I changed jobs, I felt I lacked knowledge, so |
15:42 Participant 5 |BucTa4ae 3HaHb, 1 TOA1 IPOXOAUIIA KypPCH Ha
took courses on Coursera.
Coursera.
A nyma a)KaHHS BUUTUCH OLJIbINE 3aJICKHUTh . .
-  JIYMAo, o 6 e 0 © sale [ think the desire to learn depends more on whether
16:57 Participant 4 |Bix Toro, HaCKUTHKU JFOAWHI TOA00AETHCS . .
a person actually likes learning.
HaBYATHUCS.
.. VYHIBEpCUTET BCE OAHO HE MTOKPHUE BECHh 00CST The university still cannot cover the entire amount
18:10 Participant 3 . . AR . . ) .
3HaHb, KU noTpideH y npodeciiiniit pismpHOCTI. fof knowledge needed in professional activity.
SxkicTh ocBiTH BIUIMBajia Ha Moio MotuBaliio. Ane [The quality of education influenced my motivation.
20:26 Participant 1 |konu st moTpanuia B cepeaoBuIlIe, /1€ BCl But when I entered an environment where everyone

HaBYAIOTHCS, Y MEHE 3’ IBHJIOCH OaKaHHS

learns, | also developed the desire to learn.
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HABYATHCh TEXK.
SxicTh ocBiTH BIUHBae came Ha MoTHBariro. ko [The quality of education mainly affects motivation.
21:44 Participant 2 |TBoe oTOYeHHS pO3BUBAETHCS, TOO1 Tex xoueTbes  |If your environment develops, you also want to
HiATATYBATUCH JI0 IIOTO PiBHSL. reach that level.
29:43 Participant 5 VYHIBEpCHUTETChKa OCBITa OLIbIIIE HABYAE TEOE University education mostly teaches you how to
BUHMTHCS. learn.
MotuByBatu 10 HepopMaIbLHOI OCBITH MOXKE The desire to expand knowledge can motivate
24:20 Participant 3 |0akaHHs pO3IIMPIOBATH 3HAHHA, a 3aBakaTi —  [people toward non-formal education, while finances
(dhinancw. can be a barrier.
- JlonaTkoBe HaBYaHHS MOKE MIOKPALUTH PIBEHb Additional learning can improve quality of life, but
25:48 Participant 1 ..
JKUTTS, aJI€ 4acTo 3aBakae Opak Jacy. a lack of time is often an obstacle.
- MeHne 10 HaB4aHHSI MOTUBYIOTh 3MiHHU Ta cutyailii, |[Changes and situations where I lack knowledge
27:04 Participant 4 A Y Tyatt, ne g
Jie MeH1 OpaKye 3HaHb. motivate me to learn.
2800 Participant 2 Hosgi 3HAHHS! JIOTIOMAraioTh MEHI IT0Y9yBaTUCh New knowledge h.elps me feel more confident at
BIICBHEHIIIE B POOOTI 1 MaTH MEHILIE TPUBOTH. work and less anxious.
T MOSKYTE HE GatHTH HenCHCKTHE DOSBHTK People may not see development opportunities in
29:24 Participant 5 " YT P P VY lheir profession, which demotivates them from
CBOIl TIpodecii, i 1Ie IEMOTHBY€E HABUATUCH JIaJi. .
further learning.
- BaxxanHs kap’€pHOTO POCTY TEX MOXKe OyTH The desire for career growth can also motivat
30:26 Participant 4 <ap EPHOTO pocTy oxe Oy e.('l S1re areer gro S0 motivate
MOTHBAILIIEIO JIJIS1 TOAATKOBOTO HABYAHHSI. additional learning.
- barpku 3 TUTUHCTBaA Ty’ke MOTUBYBallu MeHe 0  [My parents strongly motivated me to learn and
32:57 Participant 3 . . . . . . .
HaBYAHHS 1 3700y TTSI BUIIIOT OCBITH. pursue higher education since childhood.
33:50 Participant 4 Konera yacto 3atsryBaiia MeHe Ha pi3HI HaB4aHHS, |A colleague often encouraged me to attend different
' p 1 e my»e 10Ope mparroBallo. training sessions, and it worked really well.
- barpku x0TI MOTUBYBAaTH MEHE 10 HaBYaHHs, aje [My parents wanted to motivate me to study, but
34:49 Participant 1 Y A ’ yP Y

1HKOJIH 11€ MaJIO 3BOPOTHUH €(EKT.

sometimes it had the opposite effect.
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Timestamp Speaker Ukrainian (original) English (translated)
. Haiibinbimmm 3a0x04eHHsAM A7 MeHe Oyio Te, mo [My biggest motivation was simply that I genuinely
36:17 Participant 3 . . .
MEH1 IPOCTO 1M0/100aJI0Ch HABYATHUCS. liked learning.
. . At some point, parental pressure started having the
. VY gKkuiich MOMEHT THCK OaTBKIB IT0YaB MPAIIOBATH . o :
39:10 Participant 4 . . lopposite effect, but inspiring teachers motivated
HaBIAKH, alle MEHE MOTHBYBAIIH iKaBi BUKIA/A4. |
4324 Participant 1 }I‘ JI0C1 BiJ9yBarO BSYHICTh THOTIAM, K1 I still fqel grateful to the people who supported me
HiATPUMYBaJId MEHE y HaBYaHHI. in learning.
K .
45:43 | Participant 1 |wenczkepicn 1 leadership-iypen ayse gonoworz |11 | became @ manager, the support of my
' p MeHilI p P-KYpeH AYKE A manager and leadership courses helped me a lot.
.. Jly>xe 3a5Ie)uTh BiJ MiIX0Ay KepiBHHUKA, HOTO A lot depends on the manager’s approach,
47:05 Participant 3 | ST R
¢i1a0exy Ta TOro, SIK BiH MiJICBIYY€ 30HU POCTY. feedback, and the way they highlight growth areas.
5031 Participant 4 Miii mepmmii KepiBHUK ITyKe CHIbHO BIULIMHYB Ha [My first manager had a very strong influence on my
’ p Miid podeCIHHII PO3BUTOK 1 Kap €pHUH PICT. professional development and career growth.
. Kynerypa xomanau qyxe BIUIMBae, 00 He xoueThes [[eam culture has a strong influence because you do
51:53 Participant 5 | : . .
BlJICTaBaTH BiJ KOJIET. not want to fall behind your colleagues.
. . |In some ways, encouragement in childhood and at
. Y 4oMyCh 3a0XO4EHHS B TUTHHCTBI Ta HA po0OOTI A .
53:04 Participant 5 . work is similar because people value attention and
CXO0X1, 00 JTIO/ISIM Ba)KJIMBA yBara Ta BU3HAHHSL. »
recognition.
Y nuTHHCTBI OUIBIIE TOTPIOHA 30BHINTHS In childhood, more external motivation is needed,
54:57 Participant 4 |mMoTHBaLlis, a B A0pOCIOMY Billi JitonuHa Bxe cama [while adults better understand themselves why they
pO3yMi€, HaBINIO 1i HABYaHHS. need to learn.
56:01 Participant 1 Biiina Bigkpuia ajis MEHe HOBHI HaIpsiM The war opened a new learning direction for me —

HaBuanHs — Defence Tech i1 nponmn.

Defense Tech and drones.
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Timestamp Speaker Ukrainian (original) English (translated)
[Ticyst BTOPrHEHHS 5 TI0Yajia 3HA4YHO JICTIII . . .
- ¢ OPTHCHILI A TT0 3 O JICTHIC After the invasion, I started treating change much
57:08 Participant 4 |cTaBuTHCS 10 3MiH 1 BHIIIE 3700yBaTH HOBI . .. )
more easily and acquiring new skills faster.
HABUYKH.
53:05 Particivant 5 BiitHa mokasana, mo Bce MOXe AyXKe IIBUIKO The war showed that everything can change very
’ p 3MIHUTHUCSA, TOMY MOTPIOHO OYTH THYUKIIIKM. quickly, so people need to be more adaptable.
5905 Participant 3 HaﬁFQHOBHimgﬁ YMHHUK yuacTi B HepopmanbHiii  [The most importagt faf:tor ig pgrticipating in
OCBITI — 1€ IiKaBiCTh. non-formal education is curiosity.
59:22 Participant 1 JIronuHa Mae 6Ga4UTH KOPUCTH 1 IEPCIIEKTUBY Bix  [A person npeds to see benefits and future prospects
HaBYaHHS. from learning.
59:55 Participant 4 Benuke 3HaueHHs Ma€e cepeioBUIIE Ta OTOUCHHS  |A persoq’s environment and the surrounding
JIIOIVHM. community matter a lot.
1:00:00 Participant 5 HiKaBiC.TB BAKIINBA, Ayl HanOIbIIe MOTUBYE Te,  [Curiosity is important, bu.t what motivates most is
110 T001 MOTPiOHO 71 pOOOTH MPSMO 3apa3. what you need for work right now.
1:00:54 Moderator |[ly»e asKyro 3a Baiili BiAMOBiIi. Thank you very much for your answers.

Source: Compiled and translated by the author based on focus group discussions.

Table D3. Group Discussion Session 3.

IiB POKY.

Timestamp Speaker Ukrainian (original) English (translated)
015 Participant 1 A rpadiuna BeO-nu3aitnepka. [Ipaitoro 6mm3pko |l am a graphic web designer. I have been working
POKY. for around a year.
023 Participant 2 S xpearuBHuit Mmapkertosor. [Ipamtoro 6inbiie Hik [l am a creative marketer. I have been working for

more than half a year.




32

Timestamp Speaker Ukrainian (original) English (translated)
Sk mpaBHIIO, SIKIIO XTOCh 3HAXOAMUTh SIKICh HOBI . . . .
.. K 1p 0, A0 XTOCh 3HAXOR KICh HOBI Usually, if someone finds interesting new materials,
1:01 Participant 2 |mikaBl MaTepiaii, MA BECh 4aC KOMYHIKYEMO MIXK .
we constantly share them with each other.
co0oro.
101 Particivant 1 Mu 3 KoJIeraMu 9acTo JIiITMMOCHh HOBUHKAMH, My colleagues and I often share news, trends, and
) p TPEHJaMU Ta I[IKaBUMH MaTepialaMH. interesting materials.
B yHiBepcureTi My HaBUaNKCh OibIlie KOMYyHiKaIlii [At university, we mostly learned communication
2:18 Participant 1 |Ta 6a30BUX HAaBUYOK, ajiec 3HAHHS OYyJIM HE TyKe and basic skills, but the knowledge was not very up
aKTyaJbHi. to date.
307 Participant 2 VHiBepcuTeT npokadaB coT-ckiym, ane He OyB University improved my soft skills, but they were
' P OB’ sA13aHui 3 mpodecieto, B sKiH s mpaioro 3apa3. ot directly related to the profession I work in now.
3-49 Participant 1 S Bimuyna, mo MeH1 He BUCTada€ 3HaHb, 1 moyasa [l realized that I lacked knowledge and started taking]
' P IPOXOIMUTH JOAATKOBI KypCH. additional courses.
510 Participant 2 S mikonm He aymana, 1o s 3Minu npodecii MeHi |[ never thought that changing professions required
' p NMOTPiOHO I1I€ pa3 iTH B YHIBEPCUTET. going back to university.
.. S0 yHIBEpCUTETY BIAETHCS 3allIKaBUTH JIOAURY, [[f a university manages to genuinely interest a
6:01 Participant 2 . . . .
BOHa OyJIe IPOIOBKYBaTH HaBYATHUCS JATi. person, they will continue learning further.
6:37 Participant 1 VHiBepcUTET HaBYa€ HABUATUCH 1 1a€ HAIIPAM Upivgrsity teaches you how to learn and gives you a|
PO3BHTKY. direction for development.
Jlrone#t 1o HedopMaNbHOI OCBITH MOXKE CIIOHYKaTH People may be motivated toward non-formal
7:53 Participant 2 6a>1<HaHHi XaTI/IpCL ATTi 1 3DOSYMITIL XTO BOH}I; . education by the desire to move forward and
Py A poO3y ’ " understand themselves better.
.. JIromu MOXyTh TiparayTH (hiHaHncoBoro 1o0pooyTy [People may strive for financial well-being and a
9:03 Participant 1 . . .
Ta HOBOTO PIBHS JKHUTTS. higher standard of living.
10:15 Participant 2 MortuBati€eio Moxxe OyTu O6axxanHs nepeBepuryBatu [Motivation may come from the desire to surpass

ce0e 1 HaJIe)KaTH 10 IIEBHOIO KOJIa JIFOIEH.

oneself and belong to a certain social circle.
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Timestamp Speaker Ukrainian (original) English (translated)
- JlromsiM MOJKe 3aBakaTH Te, 110 BOHU HE People may struggle because they do not
11:34 Participant 2 . . N . .
PO3yMIIOTh, SIKI KypcH iM MOTpPiOHI. understand which courses they actually need.
12:35 Participant 2 Jlroneit Mmoxe CTPUMYBATH CTPAX HE BIIOPATHCE abo People may be helq back by fear of failure or
CTpax HEeJIOCTAaTHOCTI. feelings of insufficiency.
Participant 1 Skio s cTukarocs 3 neBHUM BUKIUMKOM, st mBHUKO [[f I face a challenge, I quickly look for a course or
14:05 P HIyKaro Kypc abo yekuito, mob 3akput 1eit rer.  [lecture to close this gap.
Kollit 5 3003YMLUIE DOSPHE Misk THM. 1010 X0y, i When I realized the gap between what [ wanted and
Participant 2 UM oll)v{a}}(l) a nolzlana LVKATH 0’ ATKOBL K ¥ - what I had, I started searching for additional
15:26 - ’ y AR YPEH- b ourses.
- 51 cama iHiniroBana cBii po3BUTOK 1 muTana, mo [l initiated my own development and asked what I
Participant 1 . .
17:16 MEHI MOTPIOHO ISl POCTY. needed for growth.
. € — .
Participant 2 FIHA JOTHIA, AKA MEHE TYLIHTE 210 HABATHA The only person who pushes me to learn is myself.
18:18 e s cama.
- [Ticnst meBHOTO TIEPio Ly MOTHBAILIISI BXKE HIe After some point, motivation starts coming from
Participant 1 or
18:36 3CEpEe/IMHHU. within.
.. BiacyrtHicTs miarpuMku criibHO BrutiHya Ha Moe [The lack of support strongly influenced my attitude
Participant 1 .
19:49 CTaBJICHHS 10 HABYAHHS. toward learning.
.. S 6osinack, 10 HE BIIOPAKOCH 13 podeciero [ was afraid [ would not succeed as a designer, so |
Participant 2 . . .
20:34 nu3aiiHepa, ToMy oOpaja IHIIMNA HarpsiM. chose another field.
Participant 2 Ko Tebe miaTpuMyroTh 1 JariqHo KOpUryTh, Iie [When people support and gently guide you, it
21:40 p OibIIIe MOTUBYE NMPOOYBATH HOBE. motivates you to try new things.
. Komanna i MmeHemkep ayxe MOTHBYIOTH 710 The team and manager strongly motivate
Participant 2 .
23:17 PO3BUTKY Ta HABUYAHHS. development and learning.
3A0XOUCHIS B IHTHHCTEL | B 10DOCIOMY BiLi Encouragement in childhood and adulthood are
Participant 2 . A . FOPOCTOMY BIIL similar, but in childhood they are emotionally
CXOX1, aJIe B IUTHHCTBI BOHU €MOIIIHO CHIIBHIIIII.
24:37 stronger.
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Timestamp Speaker Ukrainian (original) English (translated)
- VY nopocnomy Billl BXKe € CBOSI BHYTPILITHS [n adulthood people already have their own internal
Participant 1 . o
25:10 MOTHBAIIA. motivation.
.. BiitHa 3Mycuia MeHe MBHIIE TOPOCTIMIATH 1 The war forced me to grow up faster and take
Participant 1 . . . oy s -
26:00 OpaTH BIANOBIJAIbHICTD 3a CBOE JKUTTS. responsibility for my life.
26:49 Participant 2 3apa3 s 61.]'{51116 BipIO B ge@opManLHy OCBITY, HUK [Now .I beh.eve more in non-formal education than
JIMIIE B YHIBEPCUTETCHKI MPOTPAMH. only in university programs.
29:19 Participant 1 |HaiiBaxxnuBimmii YMHHUK — Oa’kaHHS PO3BUTKY. The most important factor is the desire for
development.
. ) . i If i
29:22 Participant 2 |BaxnuBe po3ymiHHs ce0e 1 BIacHUX 1moTpeo. Understandlng yourself and your own needs is
important.
29:49 Participant 2 chopmabHa OCBITa A0TOMATAE 3AKPHBATH Non-formal education helps close knowledge gaps.
HECTauy 3HaHb.
30:00 Participant 1 |Ile coci6 3anoBHIOBaTH neBHi mpodeciitai renu. (It is a way to fill certain professional gaps.

Source: Compiled and translated by the author based on focus group discussions.

Table D4. Group Discussion Session 4

Timestamp Speaker Ukrainian (original) English (translated)
0:26 Participant 1 | nparmoro qaTa-aHaATITHKOM BXKe 4 POKH. I have been working as a data analyst for 4 years.
0-44 Participant 2 A npartioio CRM-aHgiIlTHKOM 1 3alimarocs [ work asa CRM gnalyst and analyze
aHaJ130M KOMYHIKaIiil 3 KOpHUCTyBayaMHu. communication with users.
1:21 Participant 3 |5 mparroro ropucToM B [KOMaHAa] BiKe 9 MicCSIIIB. ;I;zxifeen working as a lawyer at the [team] for 9
1:45 Participant 4 Sl HR-crniemianict B KOMIIaHii [Ha3Ba] 1 mparioro [ am an HR specialist at [company] and have been
B)XE TPH POKH. working there for three years.
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. S QA-imxeHep 1 mpairoro B ekocucteMi Bxke 18a 3 |[ am a QA engineer and have been working in the
1:59 Participant 5
TIOJIOBUHOIO POKH. ecosystem for two and a half years.
. . . I have b ki desi i d4
2:12 Participant 6 |5 mparroro qu3aifHEpoOM Bxke OJIU3BKO 4 POKIB. yee?r\;e cen WOTKING as a desigher Tor aroun
- B nepmry wepry 3apa3 ne Claude, motim xoneru,  |First of all, it is Claude, then colleagues, knowledge
2:59 Participant 4 s . .
0OMiH 3HaHHSIMU Ta PEKOMEHAALI]. sharing, and recommendations.
.. HOB,y lH.(b OPMAILIIO 3 3HAXOLKY Hepes CTatt abo [ find new information through articles or
3:31 Participant 1 |koM’tOHITI, a TOTIM BUKOpUCTOBYIO Al 17151 .
. communities and then use Al for deeper research.
[IMOIIOro TOCIIHKEHHS.
3apa3 OCHOBHUM JIXKEpPEJIOM 3HaHb CTajia Communication with people and discussions about
4.04 Participant 2 |komyHiKaIis 3 JTIOABMHU Ta OOTOBOPEHHS Al tools have become the main source of
Al-iHCTpyMEHTIB. knowledge.
517 Participant 5 }I BHKOPHCTOBYIO Al nns cucremaruzarii [ use ‘AI for information systematization and
iHdopmariii Ta HaBYaHHS. learning.
6:44 Participant 2 B yHiBepeuTeri npobiema Oyna He B Teopii, a B The problem at university was not the theory, but
3acTapuiuX 1HCTPYMEHTaX. the outdated tools.
A Hi i . ..
. 11 pasy HE PAIiopasa 3a CBOCIO OCBITOI0, A€ Iy hover worked in my original field of study, but
7:47 Participant 6 |nesiki 3HaHHSA JOIIOMOITIM B IPOAYKTOBOMY ; !
. some knowledge helped in product design.
JM3aiHi.
2:16 Participant 5 €I[‘I/IH€, 10 MeHi peabHO V3Haz[o61/1nocs[ 3 The only .thing that was truly useful from university
YHIBEPCUTETY — L€ aHIIIHChKA. was English.
s s | oame oo ey e o rovideda songortia fundaon
’ p PaxT a AOBY but practical skills had to be learned at work.
po0OoTi.
9:38 Participant 1 VYHiIBEpCHUTET O1IbIIE TOMOMIT PO3BUHYTH University helped develop problem-solving and

problem-solving Ta MHCTIeHHS, HI’)K KOHKPETHI1

thinking skills more than specific technical skills.
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TEXHIYH1 HAaBUYKH.
11:55 Participant 1 Ko He BucTavao 3HAHb, 51 TIPOXOTTUB KyPCH HA When I lack‘ed knowledge, I took Coursera courses
Coursera Ta 4dTaB CTATTI. and read articles.
14:06 Particivant 5 [Ticns xypciB st a60 3BepTanack 10 Kojer, abo After the courses, I either asked colleagues or tried
’ p Hamarajacs BUPIIIUTH MPoOJIeMy CaMOCTIHHO. to solve the problem independently.
15:14 Participant 1 Jlo HaBYaHHS CIIOHYKA€ BiJCYTHICTh 3HaHb Y [earning is motivated by lacking knowledge in the
’ p ctepi, B sAKii X0UelT pO3BUBATHUCH. field where you want to grow.
. Kap’ i . . .
15:49 Participant 5 ap’EPHC 3POCTAHHA MOTHBYE 37100yBaTH HOBI Career growth motivates people to gain new skills.
HABUYKH.
17:11 Participant 1 SIk11o HaBKOJIO TeOE BC1 HABYAKOTHCS, TH TEXK [f everyone around you is learning, you also want to
XOYeIll PO3BUBATHUCS!. develop.
.. . . o Sometimes people are motivated simply by
17:41 Participant 2 [[HOA1 NrOIE MOTHBYE MpPOCTA LIKABICTH 10 TEMH. .. )
curiosity about a topic.
18:22 Participant 2 [Tpobaemoro MoKe OyTtu abo HecTavya pecypcis, A problem can be either a lack of resources or an
a00 HaBMaKM iX HAJUIHIIOK. overload of them.
19:07 Participant 1 IHaHCOBA CKIA/IOB TEX MOXKE OOMEXyBaTh Financial factors can also limit access to learning.
JOCTYTI JI0 HABYAHHSI.
.. B . .
19:26 Participant 5 CIHKE D 000%€ HABAHTAXKEHHA SATHMIIAE MAIIO Heavy workload leaves little energy for learning.
€Heprii /Ui HaBYaHHS.
. MeHnemxepu Ta KOJIETH peKOMEHTyBalld HaB4aHHs, [Managers and colleagues recommended learning
20:43 Participant 1 , .
SIK€ MOTJIO JIOTTIOMOTTH Kap’€epi. opportunities that could help career growth.
21:46 Participant 5 Mu 3 MEHEJDKEPKOIO NIEPETIIAIAEMO, SKUX HABHIOK My manager and I review missing skills and create
Opakye, 1 ckiagaemo PDP. PDP plans.
2338 Participant 1 Haii6inbe no HaBuaHHS 3a0xouyBanu Bukiangadi, [leachers who were strong specialists or taught

K1 OyJIM XOPOIIMMHU CIIeIialicTaM# a0o IiKaBo

engagingly motivated learning the most.
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Timestamp Speaker Ukrainian (original) English (translated)
BUKJIJIATH.
2430 Participant 2 Mene MOTHBYBAJIM BUKJIAA4I, SIKi ALTHITHCS [ was ‘motlvated by teachers who shared real work
pealbHUM JIOCBIIOM POOOTH. experience.
2538 Participant 4 SIkmo npenmeT OyB IIKaBHiA, S BUBYAJIA HOTO If a subject was interesting, I studied it more
TIuoIIe. deeply.
26:51 Participant 2 3apa3 s BUy JIMLIE T€, 1110 J0IIOMara€e BUPIIUTU Now I learn only what helps solve a specific
KOHKPETHY MPOOIeEMYy. problem.
27:33 Participant 5 3apas 51 OPIEHTYIOCH Ounbine Ha mpakTuyHicTe Ta  [Now I focus more on the practicality and usefulness
KOPHUCHICTb 3HaHb. of knowledge.
- 3apa3 HeoOOB’SI3KOBO BCE MaM’SITAaTH, BAXKIIUBO Now it is not necessary to remember everything; it
29:07 Participant 2 . . . . : .
3HATH, JIe 3HAUTH 1HPOPMAILiIO. is important to know where to find information.
. . The company influences development because
) . Komnanist BBae Ha po3BUTOK, 60 OTP1OHO .
30:08 Participant 4 oo . employees constantly need to learn alongside
HOCTIHO BUUTH LIIOCh HOBE Pa30M 13 Oi13HECOM. .
business growth.
31:02 Participant 6 Kynberypa po3BUTKY B KOMaH/Ii 1y>K€ MOTHBYE A dgvelopmentjorlented team culture strongly
HaBYaTHCh. motivates learning.
.. Kommnanist 3mMiHnia Miit pokyc HaBdaHHS B cTopony [The company shifted my learning focus toward Al
31:41 Participant 2 . : .
Al Ta npakTUYHUX pIlLIEHb. and practical solutions.
33:01 Participant 1 Kynsrypa PDP nomomarae crpykTypyBaTi PDP f:ulture helps structure development and
PO3BHUTOK Ta HaBUAHHS. learning.
34-04 Participant 5 CaMOpO3BHTOK € JaCTHHOIO OKR,‘ TOMY 11€ S;lf?dqvelopment is pqrt of OKRs, which creates
CTBOPIOE TUCLMILIIHY T4 MOTHBAIIIO. discipline and motivation.
.. 3a0X04eHHSI B IUTHHCTBI 1 HA poOoTi — 1€ pi3Hi  |[Encouragement in childhood and at work are
35:13 Participant 2 . . . . o 1 ..
pedi 3 pi3HOI0 MOTHBALIIEIO. different things with different motivations.
36:29 Participant 3 |Y auTuHCTBI 3a0X04eHHsI OUTbIe TIpo Tomryk cede, [In childhood encouragement is more about
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HETBOPKIHTY Ta OOMiHY JI0CB1IOM.

Timestamp Speaker Ukrainian (original) English (translated)
a Ha pobOTI — PO PO3BUTOK Y KOHKpeTHiH cdepi. [self-discovery, while at work, it is about
development in a specific field.
37-44 Participant 6 qepe;a BiI?IHy s cTajia OlIblle [[IHyBaTu Because of the war, I started valuing job stability
CTablIBHICTH POOOTH. more.
38:17 Participant 2 Biiina smycuna meHe nepeocmuciutu kap’epy ta  [The war forced me to rethink my career and start
NOYaTH LIyKaTH cebe. searching for myself.
.. [ToBHOMacmTabHa BifiHa gormomoria MeHi Jierme  [The full-scale war helped me become less afraid of
39:19 Participant 4 o .
CTAaBUTHCS JIO 3MiH 1 CTpaxiB. change.
41:09 Participant 3 HaI/IBa)K.TII/IBlHII/II/I (bakTop — MPaKTUYHICTH 1 Th‘e‘most important factor is practicality and the
MOYKJIMBICTb 3aCTOCYBAaTH 3HAHHS. ability to apply knowledge.
41:23 Participant 4 |L{ikaBicTh T€X MOTHBY€ BUBYATH I[OCh HOBE. Curiosity also motivates learning something new.
4924 Participant 5 BaxnuBa aKTYaJIbHICTb 3HAHD, 00 TeXHOJIOTIi The releva}nce of knowlgdge is important because
HIBUJIKO 3MIHIOIOTHCS. technologies change quickly.
. A i OCBI [ ici i -fi 1 i f th
43:33 Participant 1 JI0JTy4atoch 10 HepopMaIbHOT OCBITH uepes participate in non-forma education because of the
OakaHHS PO3BUBATHCH. desire to develop.
.. Hedopmansha ocBiTa monomarae oTpuMaT Non-formal education helps gain a competitive
44:00 Participant 2 ,
KOHKYpPEHTHY IepeBary Ta kap’epHe 3poctanHs.  [advantage and career growth.
4427 Participant 5 I[JI‘SI MeHe Heq?oquana ocBiTa ctaya cnocobom  [For me, non-forma} education became a way to
3MIHUTH CHEIIATBHICTb. change my profession.
4453 Participant 4 Hedopmansha ocBiTa Takox gae MOIHBICTh 171 [Non-formal education also provides opportunities

for networking and experience sharing.

Source: Compiled and translated by the author based on focus group discussions.
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CaMOCTIHO, 60 HE OyJIO KOJIET.

Timestamp Speaker Ukrainian (original) English (translated)

0:22 Participant 1 S mparroro onepariitHuM MeHemxkepom Bxe 10 [ have been working as an operations manager for
' p MICSIIIB. 10 months.

033 Participant 2 S mpairioro KOHTEHT-paiiTepkoro B [kommanii| Bke [l have been working as a content writer at
' p PIK 1 KUJTbKA MICSIIIB. [company] for a year and several months.

0-49 Participant 3 S npamroro B User Acquisition omm3eko miBTopa |l have been working in User Acquisition for around
' p POKY. one and a half years.

1:32 Participant 3 Jlis MeHe ny»ke BaXJIMB1 HETBOPKiHTH, BHYTpilHI [Networking, internal lectures, and Telegram
' p JIeKIiT Ta TenerpamM-KaHaIu. channels are very important for me.

294 Participant 2 51 B OCHOBHOMY HaBYaIOCh Uepe3 KOJIeT Ta [ mostly learn through colleagues and observing
' P CIIOCTEPEXKEHHS 32 KOHTEHTOM 1HIIMX KoMMaHid.  [content from other companies.

315 Particivant 1 JlJiss MeHe TOJIOBHE JKEepesio 3HaHb — IIe HeTBOPK [My main source of knowledge is networking and
' p Ta BJIACHI pecepui. personal research.

4:00 Participant 3 OcsiTa gomomMoria pajmie KOMyHiKaifHUMHI Education helped more with communication skills
' p HaBUYKAMH, HK PO ECIHHIMU 3HAHHSIMHU. than professional knowledge.

431 Participant 2 Icuxonorist normomMarae kpaiie posymitu mozned,  [Psychology helps me better understand the people I
' p JUIST SIKUX ST CTBOPIOIO KOHTEHT. create content for.

MeliaHa 0CBiTa 1a1a 643y, die VHIBEDCHTET He Medical education provided a foundation, but
5:13 Participant 1 o ra Y YHIBEP university did not provide most practical
JaB OUTBIIOCTI MPAKTUYHUX 3HAHB.
[knowledge.

6:07 Participant 3 Binpmicts mpodeciiinux 3Hansb 5 3100yBana Bxke B [[ gained most professional knowledge during work
' p npoieci poOoTH. itself.

6:50 Participant 2 Ha nepuiii po6oti MeHi 1oBonminock po3duparuck [At my first job, I had to figure things out

independently because there were no colleagues.
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Timestamp Speaker Ukrainian (original) English (translated)
744 Participant 3 VYHiBepcuTeTaM noTpiOHO OyTH 61k cydacHuMu  [Universities need to be more modern and
Ta up-to-date. up-to-date.
R:41 Participant 2 Came HecTaua 3HaHb B YHIBEPCUTETI MOTHBYE The lack of knowledge at university motivates
' p IIYKaTH JTOIATKOBE HAaBYAHHSI. people to seek additional learning.
9:50 Participant 1 Hwuspka sxicTe nepiioi ocBita ctumymioBaia MmeHe [The low quality of my first education motivated me
’ P HIiTH Ha IPYTy OCBITY. to pursue a second degree.
10-43 Participant 3 Hedopmanbsha ocBiTa Oiibliie 3a€XHUTh Bijl Non-formal education depends more on personal
' p BJIACHOI 1HILIaTUBHU Ta OYIKyBaHb PUHKY. initiative and market expectations.
12:03 Participant 1 Konerg BIUIMHYB Ha MO€E PIIIEHHS MITH Ha A colleague.inﬂuenced my decision to pursue my
TEIEPIIIHE HABYaHH. current studies.
12:46 Participant 3 B mikosti Ta yHiBEepCHUTETI MEHE MOTHUBYBAJIHX APY3i Friendg and‘parents motivated me during school
Ta OATHKHU. and university.
. A . .
13:19 Participant 2 3aBAIH 6yg1a JLYIE BMOTHBOBAHA 21O HABHAMHA -y 4,y e always been highly self-motivated to study.
cama 1o co0i.
13:52 Participant 1 Mene MOTHBYBAJTH JTHIIIE Ti IPEIMETH, SIKi MEHi I was motivated only by subjects that interested
OyJH 1iKaBl. me.
14:38 Participant 1 3apa3s st po3yMito, HaCKIIbKH BaXJIMBUM OyII0 Now I understand how important learning
BHUBYEHHS MOB. languages was.
15:02 Participant 3 3apa3 HaBYaHHs OinbIe 6a3yeThCs HA BIACHIN Now learning is more based on personal motivation
MOTHBaIIi Ta MoTpedax. and needs.
15-44 Participant 2 3apa3 Bci PIIIEHHS 10710 HABYAHHS — I[€ THTHKH Now all ('ie.qsuh)ns regarding learning are entirely
MOs BJIaCHa 1HII1aTHUBA. my own 1nitiative.
16:43 Participant 3 Komu xonern mpoxonsats HaBuaHHsa a0o autateest  |When colleagues participate in training or share

3HAaHHAMHU, OC TCIK MOTUBYE MCHC.

knowledge, it motivates me as well.
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Timestamp Speaker Ukrainian (original) English (translated)
17:34 Participant 2 Kynerypa HaBuanus B Genesis CUIIBHO The learning culture at Genesis is very different
’ p BIJIPI3HIETHCS BiJl MOTO MOMEPEAHBOTO TOCBI Y. from my previous experience.
18:25 Participant 1 VY MenuuuHi nocTiiiHe HaBYaHHS € 000B’sA3k0BUM, [[n medicine continuous learning is mandatory, so it
' P TOMY II€ CTaJ0 BHYTPIIIHBOIO MOTHBAIIIEIO. became an internal motivation.
20:13 Participant 3 Jlroneit Mmoke MOTHUBYBaTH J0CTyn 10 iHQopmariii  |[People may be motivatefi'by access to information
IIpO HaBYAHHI. about learning opportunities.
20:30 Participant 1 Bg}KnHBa JIOCTYITHICTh HaBYaHHS sIK (i3udHO, Tak 1 [The gccessibility of lgaming matters both
(iHaHCOBO. physically and financially.
29:05 Participant 3 Jlromstm BaXIIMBO PO3YMITH, IO CaMe JIa€ 11e [t is important fo‘r people.to understand what
HaBYaHHSI. exactly the learning provides.
.. MapkeTHHT HaBYaHHS TaKOXK BILTUBaE Ha OaxkanHs [[he marketing of educational programs also affects
22:19 Participant 2 s
MIPOXOJIUTH KYPCH. willingness to take courses.
2240 Participant 1 HeTBOpPKIHT € Ba)JIMBOIO IEPEBArOI0 SKICHOTO Netwo'rking is an important advantage of quality
HaBYaHHS. education.
23:13 Participant 3 BapTiCTL HaB4aHHs Ta HECTa™a Hacy MOXKYTh The cost of education and lack of time may
BI/IIITOBXYBAaTH JIFOJIEH. discourage people.
. BuropanHs cHIIbHO BIUIMBAE Ha Oa)kaHHS .
23:42 Participant 2 p © € Burnout strongly affects the desire to learn.
HABYATHUCH.
. S0 KoMIlaHisg He MIATpUMY€E HaBYaHHS, 11e Tex  |[f the company does not support learning, it also
23:56  |Participant 1 |10 XO AITPHMY 11 pany PP &
cTae 6ap’epom. becomes a barrier.
. HeraruBHuii nonepenHiii 1ocBig HaBYaHHS 3HIKYE [Negative previous learning experiences reduce
25:08 Participant 2 . PE/HIH 0CBIA y Ve . £ eXP
MOTHBAIIIIO ITPOJTOBKYBATH. motivation to continue.
- [Ticns mouarky BiiiHM JU1s MeHE cTajia BaxxinBow  [After the war began, flexibility in learning became
26:36 Participant 3 Y a gan, Y g

T Hy‘-IKiCTL HaBYaHHA.

important to me.




42

Timestamp Speaker Ukrainian (original) English (translated)
27-09 Participant 2 UYepes BiliHy CTaNO CKJIaHIIIEe OAYUTH CBOE Because of the war, it became harder to see my
' p ManOyTHE. future clearly.
) - HapuaHHs cTaso 1e BaKIUBIIIUM Yepe3 [earning became even more important because of
27:52 Participant 3 HECTAOUTbHICTh YMOB YKHTTS. unstable living conditions.
2824 Participant 1 Biiina smycuna 6arateox sroneit Bupuatu 6a3oBy  [The war forced many people to learn basic medical
' p MEIUYHY JTOTIOMOTY. aid.
29:22 Participant 3 |HaiiBaxxnuBimmm GpakTopoM € MOTHBAIIISI. The most important factor is motivation.
29:56 Participant 2 Y KOXHOT JTFOJMHM MOTHUBallist 1o HaBuaHHs Oyne  [Every person has different motivations for
' p Pi3HOIO. learning.
30-34 Participant 3 Jlns meHe HedopMasibHA OCBiTAa — 1€ YacTHHA For me, non-formal education is part of my
' P MOTO PO3BUTKY. personal development.
31:00 Participant 2 S mrykaro HehopMmasibHY OCBIiTY, KOt BiquyBaro [l seek non-formal education when I feel I lack
' p HEeCTauy 3HaHb JUIS SIKICHOT pOOOTH. knowledge to perform quality work.
31:42 Participant 1 Jl71s1 MeHe TOJIOBHE — MaKCUMAaJIbHO TITHOOKO For me, the main goal is to study my field as deeply
' p BUBYHTH CBOIO Cepy. as possible.
3220 Participant 3 [Ticns mouarky poOoTu craBieHHs 10 ocBiTH cTae |After starting work, attitudes toward education
' P OB YCB1IOMJICHUM 1 OCOOUCTHM. become more conscious and personal.

Source: Compiled and translated by the author based on focus group discussions.

Table D6. Group Discussion Session 6

learning and development specialist.

Timestamp Speaker Ukrainian (original) English (translated)
ST npartoro B [KoMmanii] Maibke 1Ba poKH i 3apas € [ have been working at [company] for almost two
0:26 Participant 1 pall Apa p P years and currently work as a learning and

development specialist.
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Timestamp Speaker Ukrainian (original) English (translated)
. S tex-nmiz user acquisition HampsAMKY Ta npaitoro B [[ am a tech lead in user acquisition and have been
1:19 Participant 2 . .
[kommanii] 3 2020 poky. working at [company] since 2020.
.. S maBuarock yepe3s xojer, Internal Education, [ learn through colleagues, Internal Education,
2:14 Participant 1 . .
YouTube, mogkacTu Ta CTarTi. 'YouTube, podcasts, and articles.
245 Participant 2 Hogy iHdopMaliiro MU 9acTO OTPUMYEMO Bif We often receive new information from Google and
' p Google Ta Apple account-mMmeHemKepiB. Apple account managers.
- Most ¢inosnoriuyHa ocBiTa ay’ke JOIOMarae MeHi My philological education helps me a lot through
3:32 Participant 1 ) o . ..
gyepe3 coT-CKITM Ta KOMYHIKAITIFO. soft skills and communication.
- 3 negaroriyHoi OCBITH 3apa3 HalOLIbIe From my pedagogical education, I mostly use soft
4:28 Participant 2 . )
BUKOPHCTOBYIO COPT-CKIJIM TA 3HAHHS MOB. skills and language knowledge now.
.. [Tegaroriydi TUCIUTUTIHA JJOTIOMOTTH MCHI B Pedagogical subjects helped me in my work as a
5:29 Participant 1 . . . - -
po6ori learning and development specialist. learning and development specialist.
626 Participant 2 Binpmicts npodeciiinnx HaBU4OK A1 HUHIIHBOT [Most professional skills for my current job were
' p po0OTH 51 OTpHMaJia 103a YHIBEPCUTETOM. gained outside university.
7:19 Participant 1 PaKTHHHI HABWHKH A 3100yBaNa Bie MiA Hac I gained practical skills during work itself.
poboTwu.
3-30 Participant 1 [Ticia yH1BepcUTETY MEH1 HE yXKE XOTLIIOChH After .umvers1ty I did not really want to continue
TPOJIOBKYBAaTH HABUAHHS. studying.
- [Ticnsa meproro yHiBepcuTeTy o minnia Ha Apyry  |After my first university degree, I pursued a second
8:56 Participant 2 : . : ;
OCBITY, 00 MeHI c1o100a10Ch HaBYaHHS. degree because I enjoyed studying.
10:16 Participant 2 Jlroneit Mmoxe MOTHUBYBaTH Kap’ e€pa abo X001, Peop}e may be motlvgted by career goals or
HANPUKIIA]] BUBUCHHS MOB. hobbies, such as learning languages.
10-43 Participant 1 BaxnuBo, un mroguHa 3arajaoM 3BUKJIA HAaBYATUCH 1 [t matters whether a person is generally used to

Mae Takui mindset.

learning and has such a mindset.
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Timestamp Speaker Ukrainian (original) English (translated)
11:59 Participant 1 Skmmo 6a30Bi MOTpedU He 3aKPUTI, JTHOIUHA HE [f basic nee'ds are not satisfied, people do not think
JyMae Mpo HaBYaHHS. about learning.
12:08 Participant 2 s 6aF?ITBOX IIHHICTH KypCiB He BiAmnoBigae ix  |[For many .people, the value of courses does not
BapTOCTI. match their cost.
.. Jhioft MOXYTH OOMpaTH KypCH, 1106 MIBKIIIC People may choose courses to gain knowledge
12:48 Participant 1 |oTpumaru 3HaHHS, a HE BUTpayaTH POKH B . . . .
. . faster instead of spending years at university.
YHIBEpCHTETI.
. 1 i i . )
13:21 Participant 1 Overload Taxox Moxce BiIITOBXyBaTH Bi Overload can also discourage learning.
HaBYaHHSI.
13:25 Participant 2 MeHe'I[paTye, KOJIM KYPCH [IPHXOBYIOTh IPOrpanmy It get frus.tratec.l Whgn courses hide the program or
a0o miHy 10 peecTpariii. price until registration.
15:10 Participant 1 Bi,I[HITOBxyIO”{L ]'SO,H}IHI/I.CTi Kypcu 0e3 eKCepTH3u Supe.rﬁcial courses without expertise or clear value
Ta KOHKPETHOI I[IHHOCTI. are discouraging.
16:21 Participant 1 Most MeHeKepKa HaJUXHYJIa MEHE TPOXOJUTH My manager inspired me to take courses and
' P KypCH Ta PO3BUBATH NIPE3CHTALIHI HABUYKH. develop presentation skills.
16:52 Participant 2 Kon‘em HaJUXHYJIM MEHE moAaTtuch y Genesis Coll'eagues inspired me to apply to Genesis
Business School. Business School.
18:02 Participant 2 VY mikoni meHe HanOIbIIe MOTHBYBaa 0al0ycs Ta  |At school I was most motivated by my grandmother
' P BUMTEJIbKA 3apyO1KHOT JIITepaTypu. and literature teacher.
19:32 Particivant 1 B mkodi Ta minei mene MmoTtuByBasio cepenosuiie, |At school and lyceum I was motivated by an
’ p Jie BCIM OYJI0 I[iIKaBO HaBYATHCh. environment where everyone enjoyed learning.
. Haii6inpimuit BriuB Ha cTaBneHHs qo HaBuaHHS  [The strongest influence on my attitude toward
21:42 Participant 1 . o .
OyB I11e B IIKOJI Ta Jiited. learning came from school and lyceum.
2991 Participant 1 Mos KoMaH/a Ta MEHEIKEpKa MOTUBYIOTh MeHe  [My team and manager motivate me to learn new

BUBYATH HOBI HABUYKH.

skills.
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Timestamp Speaker Ukrainian (original) English (translated)
23:06 Participant 2 Mos kornera HacTiIbKM 100pe mpartoBaia, mo MeHi [My colleague worked so skillfully that I also
' p TE€X 3aXOT1JIOCh TaK BMITH. wanted to reach that level.
24:01 Participant 2 Jlnst miTei 1 TopoCaIruX MOTHBAILIiS 10 HABYAHHS Motivation for learning works differently for
' P IPAITIOE TTO-Pi3HOMY. children and adults.
2511 Participant 1 JHopocni He OyayTh HABYATHUCh, SIKIIO BOHH HE Adults will not study if they are not used to
' P 3BHKJIM PO3BUBATHUCH. self-development.
26:40 Participant 2 Jopocni Bu3HauatoTh noTpedy B HaBuaHHi uepe3  |Adults define learning needs through career or
’ P Kap’epy abo cepiio3Hi X00i. serious hobbies.
28:19 Participant 1 Biitna HaBumsia MeHe mBKKO afantyBatuck 1 He  [The war taught me to adapt quickly and not fear
’ p 00sTHCA 3MIH. change.
2994 Participant 2 UYepes OubIly BiNOBiIATBHICTE HA poOOTI MeH1  [Due to increased responsibility at work, I had to
' p JIOBEIIOCH PO3BHBATH CO(T-CKIIH. develop soft skills.
30:55 Particivant 1 HaiiBaxxnuBimmm pakTopoM /i1si HABYAHHS € The most important factor for learning is the
' p OTOYCHHSI. environment.
31:17 Participant 2 Haii0inbie 3Ha4eHHs Ma€ BIUIMB OCBITH Ha The biggest factor is the impact of education on
’ p Kap’epy Ta poOoTy. career and work.
3212 Participant 2 S mpoxoauiaa HaBYaHHS, 00 3MiHUIA chepy [ pursued learning because I changed my field and
' p JISUTBHOCTI Ta HOTpeOyBasia HOBUX HAaBUYOK. needed new skills.
37:32 Participant 1 51 HaByYaKOCh, KOJIM po3yMito, skux HaBu4ok MeH1  [I study when I understand which skills I lack for the
) p HE BUCTaYae JJIsl OakaHOoi MO3HUIII]. position I want.
27-09 Participant 2 Yepe3 BiliHy CTaJI0 CKJIAJIHIIIE OAYUTH CBOE Because of the war, it became harder to see my
’ P MaiiOyTHE. future clearly.
27:59 Participant 3 HapuaHHs cTaso 1me BaKIUBIIIUM Yepe3 [Learning became even more important because of

HEeCTaOUIbHICTh YMOB KHTTSI.

unstable living conditions.
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OB YCB1IOMJICHUM 1 OCOOUCTHM.

Timestamp Speaker Ukrainian (original) English (translated)
) . Biiina 3mycuna 6arareox moneil BuBdatu 6azoBy  [The war forced many people to learn basic medical
28:24 Participant 1 MEIUYHY JTOTIOMOTY. aid.
29:22 Participant 3 |HaiiBasknuBimmm GakTopoM € MOTHBAIIIS. The most important factor is motivation.
29:56 Participant 2 Y KoKHOT JTIOAMHM MOTHUBalis 1o HaBuaHHg Oyne  [Every person has different motivations for
' p Pi3HOIO. learning.
30:34 Participant 3 Jlns MmeHe HedopMabHa OCBITa — 1€ YaCTHHA For me, non-formal education is part of my
’ p MOTO PO3BHTKY. personal development.
31:00 Participant 2 S mykato HedopManbHy OCBITY, KoM BiquyBato [ seek non-formal education when I feel I lack
) p HeCcTavdy 3HaHb JJI AKICHOT pOOOTH. [knowledge to perform quality work.
. Jl71s MeHe TOJTI0BHE — MaKCUMaJIbHO ITTHO0KO For me, the main goal is to study my field as deeply
31:42 Participant 1 :
p BUBYHTH CBOIO cepy. as possible.
3220 Participant 3 [Ticns mouaTky poOOTH cTaBlieHHs 0 OCBITH cTae |After starting work, attitudes toward education

become more conscious and personal.

Source: Compiled and translated by the author based on focus group discussions.
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