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TALENT MANAGEMENT SYSTEM: ENGAGEMENT METHOD
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The terms "talent™” and "talent management" became professional and finally
established in the business and scientific vocabulary after McKinsey's research and
publication in 1997 of a book called "War for Talents" [1]. This event was a kind of
impetus for further research on this issue and the emergence of a significant number
of publications on the management of talented employees in the organization.

The engagement method is one of the most powerful tools for building a
highly effective organization because high engagement organizations grow revenues
faster. An employee is involved if he is willing to do more than is usually expected
of his position. Increased engagement brings all kinds of benefits to the business.

Factors affecting engagement:

Workspace. Employee satisfaction depends on the ability to achieve results,
gain recognition, do interesting work, be accountable and have the potential for
career growth.

The work itself. An employee's individual engagement will be higher if he

performs tasks that make it possible to:

. apply different skills,

. to complete the work from start to finish, and not just part of it,
. to do the work in which he sees the meaning,

. organize your work independently,

. get feedback on the effectiveness of your activities.
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Leadership style. Leaders can influence employee engagement in many ways.
Caring for subordinates, clear vision of goals and effective communication,
charismatic leadership inspires loyal followers by appealing to their feelings and
values, transforming the essence of the work assignment so that it appears more
impressive, morally correct and meaningful.

Individual character traits. Certain personality traits contribute to a natural
level of involvement.

When doing engagement research, ask as few questions as possible. It is
necessary to correlate the amount of data requested and the benefit we derive from
it. Therefore, when conducting an engagement survey, you should create as few
questions as possible to get the answers you want. Back in 2006, the Conference
Board listed eight factors influencing satisfaction, on which there is agreement, in a
review of engagement studies [2].

1. Trust and honesty.
The nature of the assignment.

Focus on results.

2
3
4.  Career growth.
5 Pride in the company.
6 Colleagues and team members.
7 Employee development.
8. Relationship with the leader.

After reviewing the above recommendations, you can conclude about the
questions that should be asked in order to get a simple but complete list of answers
that reveal the degree of involvement. In addition, in our opinion, these studies
should be carried out annually and focus on issues that induce action.

There is no universal talent management system in the organization. When
developing it, each company must take into account the specifics of its sphere,
aspects of corporate culture, as well as the actual needs of the business. But there are

general points that can be used to create it [3].
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PO3BUTOK HNIANPUEMHUIBKOI JISIJIBHOCTI TA PETYJISITOPHA
MHNOJIITUKA
Anapeesa O.€., 3100yBau Bumoi ocsitu rpynu b 3/1

00.1ik0BO-(inaHcoBOro paxkyiabrery, MHAY

Ha croromni icHye 00’€KTHBHAa HEOOXIJHICTh JOCIHIPKCHHS MHUTaHHS
PO3BUTKY MIANPUEMHHUIIBKOI MiSUTBHOCTI B YKpaiHi 3 OISy Ha 3IIHCHEHHS
JIep’KaBHOI PETryJIsATOPHOI MOJIITUKU B yMoBax cBiToBoi manaemii COVID-19.

VYkpailHChKUH ypsAa TOCTae Tepel CKIATHUM 3aBJaHHSAM 30epeKeHHs
HaI[lIOHATBHOI €KOHOMIKH B CKJIAJIHUX PUHKOBHX YMOBax. besnepedHo, peanbHICTh
BHUMArae MNpUMUHATTSA HOBITHIX PIIIEHb Ta YKJIaJaHHS HOPMATHUBHO-NPABOBHX AKTIB,
KOTp1 BIJIMOBIJIal0Th BUKJIMKAM Cy4acHOCTI. BapTo Big3HauuTH, 110 HaIlla IepKaBa
pyXaeTbcs 3a BEKTOPOM €BPOINEWCHKOI 1HTErpalii, L0 CTUMYJIIOE PO3BUTOK
€KOHOMIKH. 3aJy1sl IBUAKOTO PO3BUTKY MIANPUEMHULIBKOL AISUTBHOCTI HEOOX1AHUM
€ MOJIEpHI3allisl pEeryJIATOPHOI MOMITHKH y cepi MmANMPUEMHHUIIBKOT TISITHHOCTI.

Psn BuUeHMX [OCHIIKYBajJO TMUTAaHHS JEPKaBHOI TMOJITHKA B cdepi
PETYIIOBAHHS MANMPUEMHUIIBKOT JiSTTLHOCTI HA JIEP>)KaBHOMY Ta MICIICBUX PIBHSX,
cepen skux €: [Tonosa JI. M. [2], ['onoBuenko O. M., Mopo3 C. I'. [3], Menbauk JI.
I'. Ta i,

3riZiHO 3 YUHHUM 3aKOHOJIaBCTBOM, JIep>KaBHA PEryJISITOpHA MOJITHKA Y chepl

MIMPAEMHMITBKOL TISUTBHOCTI — 11€ OJIMH 13 HAIIPSAMIB JIEP>KaBHOT MOJIITUKU, KOTPUN



