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Implementation of a compatibility assessment of the engagement system
and the employee motivational profile in company human resources management

Abstract

Object: The object of this study is to develop and test a method for assessing the conformity of a system of an
employee’s engagement in a company and his motivation profile.

Methods: We have applied methods of sociological survey of company staff and subsequently, performed graphical
and statistical analysis of the achieved results (an index method). We also used the matrix method for assessing the
identified risks of employee dissatisfaction.

Findings: The results of the study confirm the effectiveness of the index method we propose. It allows conducting
regular screening among company staff to identify risk factors for the formation of the employee’s “dissatisfaction,”
which in the future may get him fired or burn out. This shall allow diagnosing the issue of discrepancies between moti-
vation of the subject and measures for engagement used by the employer. In addition to the index, the authors have
developed a risk assessment matrix based on a combination of significance of the factor (and its sub-factors) for the
employee and probability (possibility) of the employee's influence on this sub-factor.

Conclusions: The application of the proposed two-stage assessment method shall allow the personnel department to
timely diagnose the issue of inconsistencies in the motivational profile and the applied engagement measures for each
employee and develop proposals for improving it.

Keywords: staff engagement system, assessment method, employee motivation profile, analysis of motivational
factors, compliance index, risk matrix.

Introduction

Both in theory and in practice, the transition from the personnel management to the human resource
management paradigm was associated with the transformation of the attitude towards this resource on the part
of managers at all levels (Armstrong, 2006; Lopez-Cotarelo 2018).

At present, specific features of the strategic management of human resources are as follows:

— Its functional dependence on the corporate strategy adopted for the medium or long-term period;

— Its coordination with general organizational strategies, such as cultural change, organization develop-
ment, development of labor relations;

— Its multi-layer HRM structure that fulfills important functions of providing resources, managing labor
performance, managing knowledge, and engaging workers (Delery, Roumpi, 2017).

The “Engagement of human resources” subsystem stands out as one of the most important ones since the
activities implemented within its framework have a multi-vector impact on other functional strategies.

By engagement, we understand the process of influencing an employee’s motivation to work with a set
of tools and mechanisms stimulating the compliance of employee behavior and the results of his activities with
corporate strategy (Pritvorova, Tasbulatova, 2018). The tools are as follows: ability diagnosis methods, train-
ing technologies, assessment and certification, career plan, horizontal and vertical rotation, etc. The mecha-
nisms are as follows: a reward system, a mechanism for participation in management, an adaptation mecha-
nism, etc. All of these are intended to create effective incentives for the employee to show his best results, i.e.
provide a match with his intrinsic motivation to work.

A regular feedback is necessary for this complex system to work effectively, that is, information on how
the employee evaluates measures taken against him.
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Organization of feedback is possible by various methods, many of which are rather laborious and costly
as they require involvement of highly paid professional experts or advice agencies, which is especially difficult
for medium and small entities.

We have proposed a method for diagnosing issues in the main engagement areas. If used regularly, this
method helps to reveal timely the dissonance between the employee’s motivational profile and this system.
The advantages of the method in question are ease of implementation, cost-effectiveness and methodological
compliance with the principles of risk management (ISO-31000).

The method has been tested and recognized as effective in seven companies in Kazakhstan (including 3
national ones).

Literature Review

The founding classics of the theory of strategic human resource management are M. Armstrong (Arm-
strong, 2006), A. Thompson and A. Strickland (Thompson, Strickland, 2003). K. Gilbert (Gilbert, 2015),
N. Kinnie and Swart D. (Kinnie and Swart, 2020) and others continue developing this concept. The key idea
of this concept is a long-term cooperation between a productive employee and a company based on the constant
engagement of his abilities, efforts, and competencies to achieve his goals.

Researchers Ogbonnaya and Messersmith (Ogbonnaya, Messersmith, 2019) believe that the staff engage-
ment system includes three components: skill, motivation and opportunity enhancement.

Recent studies consider the problem of creating a complex of the best motivation for an employee through
the prism of his continuous training (Ozkeser, 2019).

The authors recognize the relevance of the analysis of motivational profiles, the formation of clusters
with similar profiles and the development of motivational programs (Zamecnik, 2014).

Our study is based on methodological individualism in HR policy, which is gaining increasing recognition
and application as we speak; particularly, in the works of S. Chacko S. and N. Conway (Chacko, Conway,
2019).

The research of the last decade is characterized by the use of the term “burnout” of employees. One of
the factors affecting it may be a model of human resource management in a company (Shamis, 2016).

The dominant idea of all research in human resources management is its purpose to link the interests of
both employee and employer so that the employee’s decent work is aimed at implementing the company's
strategy and obtaining maximum results (Chulanova, 2020; Abilshaikov, Sartova, Titkov, 2015; Kurmanku-
lova, Z. Karbetova, Sh.Karbetova, 2018; Bakirbekova, Kulimanova, 2018).

The main subsystem of the firm, which is directly responsible for the implementation of this idea, is a
staff engagement system.

The purpose of the article. To develop a method for assessing the conformity of the engagement system
and the motivational profile of an employee to implement it into the firm’s human resources management.

Methods

We have applied sociological survey of company staff and subsequently performed a graphical and sta-
tistical analysis of the obtained results (an index method), and the matrix method of assessing the identified
risks of employee dissatisfaction.

We propose the following sequence of evaluations:

Stage 1. Complete annual examination of all company staff.

Six aggregated factors of staff engagement (disclosed below) are evaluated by two characteristics:

1) The significance (importance) of the factor for the employee on a scale from 0 to 100 % (a motivation
scale);

2) Employee’s own estimate of the factor in reality on a scale from 0 to 100 %.

Stage 2. Calculation of the compliance index for each employee according to formula 1.

1L,={X(v,-&,) o ()
where

1 is the compliance index of the engagement system and the motivational profile of employee #;

V is the significance (importance) of the j factor for employee # on a scale from 0 to 100 %;

R is the employee estimate of the j factor in reality on a scale from 0 to 100 %;

j is the number of aggregated factors from 1 to 6.

For each factor and index value, a deviation level is set that each company can preset independently.
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If a deviation level of 20 % is considered normal, then negative deviations by a factor on a larger value
shall be assessed as uncomfortable and forming dissatisfaction by this factor.

The discrepancy between the values is felt as uncomfortable and a discrepancy with the employee’s mo-
tivational profile, which creates dissatisfaction in him, but can also contribute to the genesis of the risk of
emotional burnout or dismissal.

Index values of 20 or more also indicate an employee’s general dissatisfaction with the system.

The index can be calculated by unit and company as a whole, which again shall be the basis for further
analysis by now specific factors.

Stage 3. If the employee’s responses reveal factors he is not satisfied with, then we propose compilation
of a risk matrix on a factor that creates dissatisfaction. When the risk is identified as “significant” or “unac-
ceptable”, measures are to be developed to reduce or neutralize it. We propose the following form of the matrix
(see Table 1).

Table 1. The matrix for assessing the risk of employee dissatisfaction genesis by a specific sub-factor of the engagement
system

Possibility ofmtlpac]taotr)l .lt.}ie sub-factor High degree Medium degree | Low degree of impact or impact
Sub-fac tor(s;]ﬁl r; ?Orro t}?e lerln};))loyee of impact of impact possibility is non-existent
Significant 0 — No risk* 1 — Minor risk 3 — Unacceptable risk
Moderately significant 0 — No risk 0 — No risk 2 — Major risk
Insignificant 0 — No risk 0 — No risk 0 — No risk
*Risk is a combination of the value (importance for the employee) of the factor and the ability to influence it
Note: Made up by authors

Based on the results of the assessment, a list of measures should be determined for the employee in ques-
tion on the possible prevention, neutralization or compensation of risks.

We have conducted the study in seven Kazakhstani companies, including three bearing the national status.
For the national companies, we have conducted a survey in one of the units (cluster sampling) and a continuous
survey in small companies.

Results

We believe the human resources engagement system to consist of three main blocks:

— motivation and reward systems;

— human resource development;

— relationship system in the firm.

Each block includes several factors. Factors are aggregated, i.e. there is a whole group of sub-factors
inside each of them. In practice, each of these sub-factors can be considered separately.

Indeed, relationship system in the firm presumes taking into account five or more factors, each of which
may include one or more sub-factors. For example, participation in management presumes allocation of at least
three levels: at own workplace, at the unit level, and at the company level. Each of them is presented as a sub-
factor.

Similar to the previous example, the factor “opportunities for developing skills and competencies” may
include such sub-factors as availability of further qualification courses, availability of workshops for mastering
new technologies at the workplace, possibility of abroad internship, availability of educational programs for
self-study, etc.

We propose a method for assessing the conformity of the applied engagement model and employee’s
motivational profile in the form of an index calculated using a fairly simple formula 1.

This method can be applied both by the company itself and by independent appraisers during an audit
(Litvinjuk, 2018).

The advantages of the method are as follows:

A small number of assessed factors that form employee’s positive attitude towards high results of his
work;

Obtaining individual conformity assessments that allow to see engagement problems associated with the
psychological mismatch of the employee’s activity stimulation system and his personal motivational profile;

Calculation of group assessments, which allow to identify and characterize the engagement system at the
unit level and highlight the problems typical for all the unit staff.
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Relative simplicity of the scales used for the employee and the simplicity of index calculation.

According to the modern methodology of human resource management and taking into account the results
of our empirical research among the aggregated factors included in those engaging, we have identified the
following ones:

1) fair assessment of labor contribution / adequate remuneration;

2) career opportunities;

3) opportunities for the development of skills and competencies, i.e. professional growth;

4) stable employment or safety motive as minimization of the risk of job loss;

5) participation in the management of the process and results at the workplace (degree of freedom in
resolving issues of own workplace), in a unit, in a company;

6) relationship system in the firm.

In fact, the heads of human resources management departments can take even larger number of factors to
assess compliance, but each of them must be clearly positioned so that the employee could distinguish them.
Excessive detail at this stage is ineffective, because the task of this stage is to identify major issues, and if
necessary, further clarify the picture by sub-factors.

Engaging factors are recognized by the employee as they affect his behavior at the workplace. A number
of factors are of great importance to him, and he may not notice a number of factors at all. In any case, subjec-
tively, the employee can determine the result of each of the six factors listed above both as psychologically
comfortable or uncomfortable.

If we use a relative scale in points or other units to measure the importance (or significance) of each of
the six aggregated factors for an employee, he is able to determine the real deviation from the “importance” of
the factor in one direction or another easily enough.

This means that if the importance (significance) of the remuneration system for the employee is 100 %,
and the real assessment of the current system is estimated as fair by 80 %, then the deviation is 20 % percentage
points.

We propose using the principle applied in statistical calculations of standard deviation for the assessment
of the conformity of the employee’s engagement system and his motivation.

As is commonly known, the standard deviation is defined as the square root of the variance of a random
variable. At the same time, the deviation of the true value of a random variable and its estimation using a
certain estimation method is also referred to as the standard deviation 18 (Ivchenko, Medvedev, 2010). In a
general sense, standard deviation allows to characterize the deviation of the indicators in the sample from the
average value. In our case, it is the average deviation of the ideal and actual values for this particular individual.
A similar conclusion can be made for the unit or the firm as a whole.

We shall use the deviation of the employee’s actual estimates of the factors included in the engagement
system from their optimal values determined subjectively by each employee. The ideal system of engaging
workers gives a value of zero in calculations, but it is obvious that in practice this hardly ever happens.

The results of the study are presented on the materials of two cases: JSC “National Company Kazakh-
stanTemirZholy” (hereinafter referred to as JSC “NC KTZ”) and in SF “Zamandas 21”.

The results for the first object of study (a subdivision of JSC “NC KTZ”) are shown in tables 2 (stage 1:
initial data collection) and 3 (stage 2: estimated data on the compliance index).

We have adopted a scale of percent so that the index values are convenient for use, i.e. obtained by
integers in the range from 0 to 40.

We take the minimum value of the index equal to 0, but if there is a deviation in at least one of the factors
by 10 %, then the index value shall be 4.

In the range from 0 to 20, index values shall be considered normal, and the engagement system effective.

A value of 20 is obtained when, for all factors, the deviation is 20 percentage points. In fact, the maximum
value can be set expertly, and if the system is to improved further, the value can be set at a different level.

For the majority of the company unit staff, the engagement system is psychologically comfortable, i.e.
they perceive deviations for individual factors as permissible.

An index value of more than 20 has been recorded for four subjects in the sample.

In subject No. 4, deviations significant for him can be seen in the factors “Fair remuneration” and “Safety
from dismissal.” Based on these factors, it is possible to carry out in-depth clarification of the sub-factor con-
tent of each of the factors. For example, the remuneration factor implies at least financial and non-financial
remuneration, and each of these sub-factors is decomposed into several more positions.
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Table 2. Initial results of the assessment (audit) of the compliance of the individual motivational profile and the staff
engagement model used in the firm

Significance (importance) of the factor for the subject Subject's assessment of the factor in reality
Subjects Factors Factors
1 2 3 4 5 6 1 2 3 4 5 6
1 100 90 60 80 70 100 90 80 80 70 60 90
2 100 80 70 90 80 90 80 70 60 80 50 80
3 80 70 50 70 90 80 70 60 60 80 70 70
4 100 80 90 90 60 70 60 60 80 60 60 70
5 100 90 70 100 80 60 70 50 90 90 70 60
6 90 60 80 100 30 80 80 100 70 90 30 70
7 100 70 90 80 90 90 90 60 80 80 60 80
8 100 80 100 60 60 80 70 90 100 50 50 80
9 100 90 90 70 70 100 80 80 80 60 60 90
10 100 60 100 90 80 90 90 50 90 80 90 80
11 90 90 60 100 90 80 70 80 50 90 80 80
12 100 80 70 90 60 70 80 60 60 80 50 70
13 100 70 50 100 80 80 80 60 60 90 80 60
14 100 80 90 60 90 60 90 70 80 60 90 50
15 100 90 70 80 80 40 90 80 60 70 80 40
16 90 60 80 60 90 60 70 50 80 60 80 50
17 100 70 90 70 100 80 90 60 70 50 50 70
18 100 80 100 60 100 90 90 70 90 80 60 80
19 100 90 90 80 80 70 80 80 90 70 50 60
20 100 60 100 90 70 90 70 70 100 50 50 90
Total 1950 1540 1600 1620 1550 1560 | 1590 | 1380 | 1530 | 1440 | 1270 | 1420
Average 97.5 77 80 81 77.5 78 79.5 69 76.5 72 63.5 71
Note: Made up by authors based on the results of the study conducted within a JSC “NC KTZ” unit

Table 3. The index of compliance of the employee’s engagement system and his motivation

Deviation of a factor’s real assessment from its . . ,
Subjects level of significance for a subject The index of compliance of .the emp loyee S
engagement system and his motivation
1 2 3 4 5 6

1 -10 -10 20 -10 -10 -10 12

2 -20 -10 -10 -10 -30 -10 17

3 -10 -10 10 10 -20 -10 12

4 -40 -20 -10 -30 0 0 22

5 -30 -40 20 -10 -10 0 23

6 -10 40 -10 -10 0 -10 18

7 -10 -10 -10 0 -30 -10 15

8 -30 10 0 -10 -10 0 14

9 -20 -10 -10 -10 -10 -10 12

10 -10 -10 -10 -10 10 -10 10

11 -20 -10 -10 -10 -10 0 12
12 -20 -20 -10 -10 -10 0 14

13 -20 -10 10 -10 0 -20 14
14 -10 -10 -10 0 0 -10 8

15 -10 -10 -10 -10 0 0 8

16 -20 -10 0 0 -10 -10 11

17 -10 -10 -20 -20 -50 -10 24
18 -10 -10 -10 20 -40 -10 20
19 -20 -10 0 -10 -30 -10 16
20 -30 10 0 -40 -20 0 22
Total -360 | -160 -70 -180 | -280 | -140 -
Average deviation | -18 -8 -3.5 -9 -14 -7 11

Note: Made up by authors based on the calculation results
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For the subject No. 5, the zone of psychological tension is formed by the factors of “fair remuneration”
and “career growth opportunities.” Now, with the second factor discomfort is even more pronounced than with
the first one. Since HR managers often use career opportunities as a non-financial component of fair remuner-
ation, it is probably better to consider the issue more closely on the second factor and, if possible, ease the
tension if the employee has the corresponding potential and value for the company. In addition, the low im-
portance of professional growth and advanced training is noted for the subject.

This, most likely, suggests that at this stage he gained the necessary skill, because he appreciates the real
opportunities to increase it in this firm; they exceed the significance of this factor for him at this stage. The
psychological profile of the subject suggests that, based on the skill he has gained, he expects a career ad-
vancement, but does not see an opportunity for him in this firm. In addition, he is not satisfied with the reward
system. Apparently, the subject's inconsistency between the employee’s engagement system and his motiva-
tional profile is growing, which may lead to his dismissal. We have been identifying such cases in the course
of a case analysis in JSC “NC KTZ,” which currently is restricted on increasing financial remuneration of its
staff. As a result, HR experts are ready to justify the appointment of an employee to the position of manager
for the sake of increasing his salary as a key expert may leave the company. At the same time, the employee
does not always associate career promotion with a managerial position, especially if he does not lean to this
type of activity. In this case, the staff officer should look for non-standard solutions for career growth.

For the subject No. 17, the problem is the factor “participation in the management of processes and results
at own workplace.” This may have something to do with the fact that the employee has hard functionality and,
due to the requirements of technology and the business process, objectively has an insignificant degree of
freedom in matters relating to the selection of actions when making decisions at his workplace. This may be
related to equipment, technology, work and rest schedules and other objective work parameters. But it may
have something to do with excessive control over his activities, which can be weakened to increase employee’s
satisfaction with the results of his work.

There also may happen such a thing as “emotional burnout,” that is when the employee takes this work-
place for a long time and does not see ways to increase satisfaction from his work anymore. In this case, a
personnel department officer may consider a number of options ranging from the rotation of the workplace (a
possible switch to work in another city or district) to the transition of the employee to the role of a mentor for
young or less experienced colleagues. Given that this subject evaluates the importance of participation in the
management of the unit and the organization as a whole lower than what participation in management at his
own workplace means for him, then, apparently, his involvement in management at other levels does not com-
pensate for his lack of degree freedom at his workplace.

For subject No. 20, the problem is the state of anxiety and the fear of losing his job. This requires an
interview on this particular factor and, possibly, as a result of simple management communication, this factor
may be weakened. At the same time, it is possible that this feeling is justified and that the employee himself is
required to take some measures to strengthen his position in the company. This employee also has an opinion
that almost nothing depends on him in the business process that he carries out. The reward system, on which
there is also a deviation at the comfortable/uncomfortable border, may convince the employee that he is threat-
ened with an early dismissal.

A graphical representation of the conformity assessment is presented in Figure 1.

Subject No. 20

==e== |mportance of the factor to the subject
==g==Subject's assessment of the factor in reality

Importance of the factor and
its assessment in reality, %

1 2 3 4 5 6
Factors

Figure 1. Graphical representation of conformity assessment (example)
Note: Made up by the authors
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For subjects whose index values were close to the boundary value, i.e. 20, factors can also be studied for
which a deviation of more than 20 is noted to introduce possible changes to their engagement system.

When developing such changes for each person, his individual psychogram data should be taken into
account, since the problem of a particular person can often be solved by offering him a job in another unit,
considering individual characteristics of internal motivation. Accordingly, for subject No. 18 with a borderline
index value of 20 and tension over a degree of freedom in the workplace, it is probably better to reduce the
degree of control by lengthening the time frame for KPI. That is, to control not by the results of the day or
week, but by the results of the month, quarter or six months.

The value of this approach is that it provides an individual diagnosis quickly enough. It is a kind of
screening of problems and identifying those workers for whom the engagement system is inadequate, meaning
that it does not work as the human resources management service suggests.

Using this method, we can also obtain a general assessment of compliance by department and organiza-
tion as a whole.

As for the generalized or “average” subject; for him the value of the compliance index calculated by
formula 1 is 11, which is a completely correct value. Based on this calculation, we can conclude that the
engagement system is generally adequate for this company unit (see Table 4).

At the same time, this gives reason to single out more and less stressful factors within the system. The
least stressful factor is No. 3, “Opportunities for the development of skills and competencies, i.e. professional
growth”. The average deviation for this factor is -3.5. Apparently, in this firm advanced training is systemati-
cal, and most of the staff are completely satisfied with how their professional training is being improved, and
they can find accessible forms in this system.

Table 4. The index of compliance of the employee’s engagement system and his motivation

Deviation of a factor’s real assessment . . ,
. . . . The index of compliance of the employee’s
Subjects from its level of significance for a subject engagement system and his motivation
1 2 3 4 5 6
1 0 10 -20 0 0 10 10
2 20 0 -20 20 10 20 17
3 10 0 -10 0 -10 20 11
4 10 30 0 -40 10 -10 22
5 -10 30 -20 -10 0 -10 16
6 0 30 -10 -10 20 -10 16
7 10 10 -10 20 10 -20 14
8 20 20 0 -20 -10 -30 19
9 0 10 -10 -20 -10 -20 14
10 20 -10 -30 0 -30 -20 21
11 10 20 0 20 -20 0 15
12 0 40 20 0 10 10 19
13 0 30 0 20 -10 20 17
14 10 20 0 -30 0 20 17
15 10 10 0 10 0 30 14
16 10 10 0 -20 0 30 16
17 -10 20 20 -10 -20 20 20
Total 110 280 -80 -70 -50 60
Average | ¢ 16 | -5 4 3 4 8
deviation
Note: Made up by author based on the results of the study within SF “Zamandas 21"

The tensest one is factor No. 1, “Fair assessment of the labor contribution / adequate remuneration,” the
deviation for which is —18, although it is still within the normal range. But compared to other factors, tension
on this one is the highest. This requires additional consultations on its improvement in contact with company
staff.

The results of the study on PF “Zamandas 21 are presented in table 4.

According to the values in table 4, system does not correspond to the motivational profiles of employees
No. 4 and No. 10. Assessment is also borderline for employee No. 17.
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For employee No. 4, the problem is in his employment instability, which can be both subjective and
objective, and requires at HR expert to continue to participate in solving the issue.

For employee No. 10, the problem is in career growth and participation in management at his workplace.
Addressing such a situation requires either expanding the responsibility area with increasing freedom, or mov-
ing to a higher position in the firm. In this case, it is necessary to seek out a career development option in
which the expansion of the degree of freedom at the workplace will be combined with some changes in the
career that the employee can assess as positive.

The borderline assessment of employee No. 17 requires the expansion of his participation in managing
issues related to freedom at his workplace.

In this organization, the staff engagement system as a whole has a high index value of 8, and the motiva-
tional profile of only two employees does not comply with the management methods applied to them. At the
whole organization level, the most vulnerable factor is professional development and development of profes-
sional skills, but the absolute deviation of this coefficient of by 5 percentage points is very far from the border
of 20 %.

If problematic areas are detected in the engagement system that arise for a particular employee, the 3rd
stage of the assessment begins which should identify the risk factors for the formation of employee’s “dissat-
isfaction.” It is these factors that can subsequently become the cause for his professional burnout or dismissal.

In addition to the method of index estimation already described, we propose a method for assessing prob-
lematic areas that arise for the employee using the example of aggregated factor No. 5, “Participation in the
management of the process and results at own workplace (degree of freedom in solving issues related to the
workplace), in divisions, and in the company.”

As aresult of the employee’s inability to participate in the management of activities at his workplace, i.e.
his lack of opportunities to influence any issues regarding the content, organization and schedule, and other
labor issues, there is a risk of the formation of “dissatisfaction”.

The assessment is proposed on the basis of two tools, one of which is auxiliary, and the other is in fact a
questionnaire that the employee fills in.

The auxiliary tool is a scale for assessing a factor based on its two characteristics: “significance” and
“influence possibility.”

Table 5 shows a method for determining the risks of dissatisfaction formation by the factor “participation
in management or the possibility of influencing own work, work of a unit, or whole company.”

Table 5. Assessment of the factor “The degree of freedom at the workplace or the possibility of influencing the job
description”

The value (importance) of the fac- | Can you influence the performance? |R
Characteristic _ tor for the employee _ (degree of influence) i
Signifi- | Moderately | Insignif- . . Low or does | s
o . High Medium .
cant significant 1cant not exist k
A possibility to diversify work tasks,
. Y Y 1
change the sequence of actions
A possibility to set a work break sched- v T 0
ule
A possibility not to rush and work at
Y Y 3
preferred pace
A possibility to reduce the intensity of
Y Y 0
forced contacts
A possibility to think outside the box,
Y Y 1
use non-standard approach to work
A possibility to get full job description
Lo e Y T 2
and operating situation
A possibility to determine preferred la-
T Y 0
bor methods
A possibility to speak of the acquisition
of new technical devices for own work- T Y 0
place
Other characteristics (respondent is al-
lowed to indicate himself)
Note: Made up by authors
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Several combinations of “significance” and “influence possibility” pose zero risk for the formation of
dissatisfaction, because the job description itself is insignificant for the employee, or he is satisfied with how
he can influence this characteristic.

For assessment, we propose the following characteristics of the labor content at the workplace to be as-
sessed by the employee.

Similar tables should be made up for participation in management at the level of a unit, department, or
company as a whole, taking into account the specifics of its activities.

According to the results (see Table 5), the greatest risk (a value of 3) for this employee is associated with
the fact that he is not able to work at his own pace. The rush forms “dissatisfaction” with his labor own activity.

Another risk is associated with a lack of information (a value of 2).

Two risks (a value of 1) are associated with insufficient opportunities to diversify own work, to be crea-
tive.

Based on the results of the assessment, one should determine a list of measures to possibly neutralize or
prevent risks. We propose doing so in the form presented in Table 6.

Table 6. Measures to prevent, neutralize or compensate for risks by the factor “The degree of freedom at the workplace
or the possibility of influencing the job description”

Designated

Characteristic Risk | Measures responsible

individual
1 | A possibility not to rush and work at preferred pace 3
2 | A possibility to get full job description and operating situation 2
3 | A possibility to diversify work tasks, change the sequence of actions 1
4 | A possibility to think outside the box, use non-standard approach to work 1

Note: Made up by author

Measures can be developed as either directly eliminating or reducing the risk, or compensating for it by
providing opportunities at a different level. For example, if an employee’s workplace is strictly regulated and
there are no opportunities for him/her to be creative, then providing him with such an opportunity at the level
of a brigade, workshop, or unit would be ideal.

Discussion

The results of our research in the context of the strategic objectives of the company are in the mainstream
of modern research in staff engagement. They are based on the recognition of the employee’s motivational
profile importance, as it is in the work of R. Zamecnik (Zamecnik, 2014). At the same time, this author pro-
poses a cluster analysis which is methodologically correct, but for medium and small entities with a small
number of staff it is somewhat excessive, and an individual approach to assessing and overcoming risks is
ultimately more effective.

In a certain sense, they are debating the results achieved by B. Ozkeser (Ozkeser, 2019). Our approach to
the motivation issue is multifactorial while confirming the fact that training is not always universal and effec-
tive motivation tool. In case of a specific person, this may not correspond to his current situation, and engaging
this employee may require other tools.

Our results more likely confirm the conclusions of Ogbonnaya and Messersmith (Ogbonnaya, Messer-
smith, 2019) stating that the real consequences of the HR practice for different people may differ. We also
believe that the approach to the selection of HR tools in the context of modern technologies for creating and
managing databases should be personified.

We also agree with the results achieved by S. Chacko and N. Conway (Chacko, Conway, 2019), who
have confirmed that the HR engagement system has daily consequences mediated by individual expectations.

Conclusion

Summarizing the above results of our study, we would like to note the following points we feel the most
significant.

The staff engagement system is quite complex and multi-level. Most often, it is formed from a set of best
practices tested in modern management and recognized as effective in most available sources. Therefore,
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entities are focused primarily on these tools. And therefore, as a rule, the proportion of original solutions de-
veloped by managers in their firms is small.

At the same time, in many of the organizations we have examined, the role of human resources depart-
ments in implementing an individual approach to each employee is insignificant. The center of gravity and
responsibility in decision-making for each employee has been transferred to line managers, e.g. functional
experts. Line managers are required to know their immediate professional duties, but they may not be skilled
in human resources management. They cannot be required high awareness and quality of decisions for each
individual employee. They may find it difficult to assess the suitability of the staff engagement system and
their motivational profile. Often, an independent evaluator view is required to identify system issues.

Therefore, we propose introduction of a regular assessment procedure (possibly in the form of an audit)
for the engagement system and staff motivational profile for psychological comfort/discomfort. Any employee,
even of the lowest qualification, can easily identify the importance of one or another element of the system for
himself or the value of this element for himself on a percentage scale with a maximum of 100 percent. We
propose 6 main factors. And for the same factors, he or she can determine in percentage the level of compliance
of the actual situation in the organization with the desired one. Equality means full compliance with the sig-
nificance and actual situation. A positive deviation means that in reality, there are more opportunities to satisfy
than the real needs in this factor the employee has. For example, in the organization he or she can get any
retraining or advanced training (100 %), but at this stage the employee needs less in this matter (80 %). A
negative rating is of greater interest for diagnosis, because it means that the importance of this factor for the
subject is higher than the actual assessment of the factor by the subject. For example, the importance of con-
tinuing education is 100 %, while the real opportunities are 60 %.

We have tested the assessment methodology based on 6 aggregated factors. Each of these can be consid-
ered in more detail when a problem is detected. The methodology operates on the principle of screening and
identifies employees who are in a state of discomfort by one or more aggregated factors. We use the corre-
spondence index of the engagement system and the employee’s motivational profile, the mathematical basis
of which is the principle of calculating the standard deviation. Workers whose index value is equal to or higher
than a given barrier (in our case, a 20 % deviation for all factors, which gives an index value of 20), require a
deeper analysis of their motivational profile. An analysis of the motivational profile shows by what factor there
is a deviation in excess of the permissible value, therefore, it is necessary to develop and apply corrective
measures for the situation involving the employee.

Further actions to concretize the risks of the forming the employee’s “dissatisfaction” by individual sub-
factors within the aggregated one should reveal the subjective amount of risk by each individual factor or its
sub-factors. The sub-factors are the characteristics of work activities. These are assessed by the risk level (a
combination of the significance of the characteristics and the possibility for the employee to influence it). Sub-
factors shall be sorted by values: unacceptable risk, major risk, minor risk. For each of the risks, measures
should be developed to reduce its value or fully compensate for it.

The proposed methods shall improve the efficiency of human resources management services. They make
it possible to establish a systematic assessment of the compatibility of the engagement system and the motiva-
tional profile of each employee according to the screening principle. This makes it possible, without additional
costs and loss of time, to respond in a timely manner to risk situations when employee dissatisfaction builds

up.
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T.IL. IlpuTrBopoBa, b.K. TacOya1arosa, O.K. CiiunkoBa

KoMnanusiHbIH agaMu pecypcTapbiH 0acKapyFa KbI3MeTKepP/AiH bIHTAJAHIbIPYIIbLIBIK Oeiini
MeH OeJiceHAipy JKyiieciHiH yilieciMainirin 6aranayabl eHrizy

Anoamna

Maxkcameor: 3epTTEyIiH MaKcaThl KOMITAaHMAAA KBI3METKEPAiH OCJICEHIUIITH apTThIPY *Kyieci MEH OHBIH BIHTAJIAH-
JIBIPYIIBUTBIK OCHiHIHIH COHKECTITiH Oaranay o/liCiH a3ipiey JKoHe arpodanusiay O0JIbI TaObUIa b

O0ici: KOMITaHUs KbI3METKEpJIepiHe 9JIeyMEeTTIK cayallHaMa JKYPTi3y o/icTepi, o/1aH KeiliH ajbIHFaH HOTHXKeIepai
CTaTHUCTUKAJIBIK Tallay, COHJAM-aK KbI3METKEpJIepAEH aHBIKTAIFaH KaHAaFraTTaHOAYNIBUIBIK TOYEKeJIIEepiH OarasayIblH
MaTPUIAIBIK 9MIiCTEPi KOJITAHBUIFaH.

Kopvimuvinovt: 3epTTey HOTHKEIEPl YCHIHBUTFAH WHICKCTIK 9MICTIH THIMIUIITIH pacTalbl, 0J KOMIAHUSI KbI3MET-
KepJIepiHiH apachlHAA )KYHEi CKpHHHHT XKYPTi3yTe, 5)KYMBICTaH 00CaThUTYbIHA HeMece KociOM OLTIKTUTIriHIH TOMeHIeyiHe
ceben 60JTysI MYMKIH KBI3METKEPIiH “KaHaFaTTaHOAYIIBUTBIFBIH KAJIBITITACTBIPY TOYEKeINiHiH (haKTOpIapblH aHBIKTAyFa
MYMKiHIiK Oepeni. KepceTkimTi ecentey »)YMBICKED YKOHE JKaJIbl KOMITAHUS YIIiH Je MYMKiH, OYJI CyOBEKTiHIH BIHTa-
JIAHIBIPBITYBl MEH JKYMBIC OepyIIi KOJJaHATHIH ic IIapajiap apachlHAAFbl COHKEeCCi3IiK MoceIeciH aHaKTayFa KOMEKTe-
ceni. IHekcke KOChIMIIA peTiHae aBTopiap (haKTOpIbIH KbI3METKEP MaHbI3IbUIBIFBIHBIH YHIECIMI KoHE KBI3METKEp Ta-
parmblHaH Ochl CyOdakTopra acep €Ty BIKTHMAJABIFB (MYMKIHIIKTEpi) HeTi3iHAe Toyekenaepal Oaranay MaTpUIACBIH
azipieren. Marpuna HR KbI3MeTiHIH KbI3METKEpIHE eNIeyci3, eeyli )KoHe jK0J1 OepiIMEHTIH ToyeKeN i aHbIKTayFa KIHE
TOYEKeJIl a3aiiTy HeMece TOJBIK X010 OOHBIHINA ic-IIapaapAbl a3ipiaeyre KOMEKTECe .

Tyorcorpvimoama: HR KbI3METTEpiHIH YCHIHBUIFAH €Ki Ke3eHi 0aranay ofliCiH KOJIAaHYybl BIHTAIAHIBIPYIIBUIBIK Oc-
HiHHIH ColiKecCi3Iiri Macerneci MeH apOip KbI3METKepiH OSICeHIIIITiH apTThIPy YIIiH KOJJaHBIIATHIH IapalapblH yaK-
TBUTBI TUArHOCTUKAJayFa jKOHE OHBI JKaKcapTy OOMBIHINA YCHIHBICTAp 3ipiieyre MYMKIHIIK Oepeti.
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Kinm ce30ep: anam pecypctapbit 6ackapy, KOMITAHUSHBI O€JICEHIETY JKyieci, KbI3MeTKepIep/Ii bIHTATaHIbIpy Oe-
HiHi, ColfkeCTUTIKTI Oaranay, ToyeKemaep.

T.IL. IlpuTrBopoBa, b.K. Tacoynarosa, O.K. CiimnkoBa

O1eHKa COBMECTHMOCTH CHCTEMbI AKTHBH3AIIUN M MOTHBAIlMOHHOT O IIpO(l)I/IJIH paﬁoTHmca
B YIIPABJCHUHU YE€JT0BCICCKUMHU peCypcaMi KOMIIAaHUU

Annomauusn

L]ens: pa3zpaboTka U anpoOanys MEeTo1a OLICHKU, KOTOPBIH OMPEIEIUT COOTBETCTBUE CUCTEMbI aKTHBH3AIIUU PabOT-
HUKA B KOMIAHUH ¥ €0 MOTHBAIIHOHHOTO MPOQHIIS.

Memoovl: HaMu IPUMEHEHBI METOIBI COIHOJIOTHIECKOTO OIpoca pabOTHUKOB KOMITAHHUH C TIOCIIEAYIOIINM CTaTH-
CTHYECKUM aHAJIU30M TOIYYCHHBIX PE3YJIbTaTOB, a TAK)KE MAaTPUYHBI METOJ OIEHKH BBISBICHHBIX PUCKOB HEYIOBJIC-
TBOPEHHOCTH Y pabOTHHKA.

Pesynsmamei: pe3ynpTaThl HCCIICAOBAaHHS ITIOATBEPKAAIOT 3P PEKTHBHOCTH MPEI0KEHHOTO METO/1a, KOTOPBIH 103~
BOJISICT MIPOBOJIUTH PETYJLSIPHBIA CKPUHUHT Cpelr paOOTHHUKOB, BBEIIBUTH (DAaKTOPHI pUCKa “‘HEYIOBICTBOPEHHOCTH pa-
00THHKA, KOTOPHIE B JAIBHEHIIIEM MOT'YT CTaTh IPUIHHO €T0 YBOIbHEHHS MIIH PO EeCCHOHAIBHOTO BRITOpaHus. PacueT
WHJIeKCa BO3MOXCH KakK Ui paOOTHHUKA, TaK U JUTsI KOMIAHHUHU B IEJIOM, YTO ITO3BOJIHUT JUATHOCTHPOBATH MPOOIIeMy pac-
XOXJICHUSI MEXITy MOTHBAIHCH CyOBhEKTa M MEpPaMU aKTHBH3AIlWHU, MPUMEHSICMBIMHU padoToaarereM. B momomHeHne K
WHJICKCY aBTOpaMH pa3paboTaHa MAaTPHIIA OIICHKH PHCKOB HA OCHOBE COYCTAHUS 3HAYMMOCTH (paKTopa i paOOTHUKA U
BO3MOKHOCTH BJIMSTHUS Ha HETO CO CTOPOHBI pabOTHUKA. MaTpHuIiia MO3BOJIHUT COTPYIHUKY ciryk061 HR BBIIBUTH Maio-
3HAYMMBIi, 3HAYUTEIHHBIN U HEAOMYCTHMBIH PUCKU U pa3padoTaTh MEPONPHUATHS IO YMCHBIICHUIO WITH ITOTHOMY yCTpa-
HEHHIO PHCKOB.

Buigoowi: mpumenenne ciayx0amu HR mpennokeHHOro IBYX3TaImHOTO METOJa OICHKH ITO3BOJIUT CBOCBPEMEHHO
UarHOCTHUPOBATH MPOOIIEMY HECOOTBETCTBUS MOTHBALIMOHHOTO POQUIIS U MPUMEHIEMBIX Mep aKTUBU3AINH Y KaXKJ0T0
paboTHHKA U pa3paboTaTh MPEATIOKEHHUS TI0 €€ YIyUIICHHO.

Kniwouegvie cnoea: cuicrema akTuBU3anuy paOOTHUKOB, METOJT OLIEHKH, MOTUBALIMOHHBIH PO ML paOOTHUKA, aHA-
JIM3 MOTHUBALMOHHBIX ()AKTOPOB, HHIEKC COOTBETCTBUS, MaTpHLa PUCKOB.
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