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Subject. The need to rethink the work within each employee category has been driven by the
transformation of the natural and migratory movement of the population and the new values of
younger generations who are no longer inclined to be tied to an employer. Accordingly, female
talents, among others, come into a focus of the research activity, thereby highlighting the need to
study the definitions of this category, barriers and professional success factors, with due

consideration of gender-based segments of the personnel.

Objectives. The article makes an effort to provide insights into the evolution of the scientific idea
in regards to the category of “female talent” in an organisation and the specific features of their

employment, with allowance for fulfilment of the need to combine their work and private life.

Methodology. The analysis and synthesis are applied to gain a new understanding of how an
organisation develops talents in gender terms. The table and grouping methods are used to show
the barriers to the development and fulfilment of employed women’s talents and possible ways of

overcoming such barriers in the labour market.

Results. The article sets forth provisions promoting a scientific idea of the need to form a cohort
of female talents in the labour market, to revise their role in the family, and to provide them with
an opportunity to choose between alternative lifestyles; and classifies a number of barriers to the

development and fulfilment of employed women’s talent by groups.

Conclusions. In the context of the complicated demographic situation and a shortage of personnel,
a dual concept of talent has been developing; it does not disregard the “divine power” in endowing
employees with talent, but it substantiates the possibility of its “artificial cultivation”, without
relying on the innateness. The article systematises scholars’ views on gender segregation with
consideration of I. Kant’s motto, Sapere aude! (Dare to know!) as the only code to the way out of
self-suggestion and immaturity. The article draws conclusions on the current state of scientific views
on females in the organisation. It systematises international legal documents on the protection of

women’s rights in the labour market.
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Introduction

The simplistic concept of talent management
as hiring people with the skills required to do
necessary jobs has been continuously changed
to more advanced versions and scenarios
which include new content-related elements
and describe specific features of the subjects
involved in the process (Capelli, 2008). Although
it may seem obvious at first glance that talent
management is about the supply of employees
with the relevant skills for jobs, Gutmann &
Gatzke (2018) point out that talent management
is much more than just vacancy filling or
replacement.

Up until now, the scholarly discussion on
talents has focused, among other things, on
defining the term “talent” itself. The word is of
Greek origin and derives from “talanton”, a unit
of weight in ancient Greece to mean 16.8 grams of
gold. Initially, the word referred to representatives
of the “Gold Fund” who had innate outstanding
gifts. Enauch & Henrich (2011) point to the fact
that the long-standing use of the term to refer to
that particular population segment gave rise to
barriers against the inclusion in it of those who
did not possess such a gift. The “Eastern” mindset
has been accustomed to hearing the argument
that talent is most likely an innate ability and if it
is not God-given, then it is unlikely to remedy the
situation. In a certain sense, it is still in discord
with the “Western” concept of the category.

The introduction of the talent management
function into the human resources management
practice of Western organisation has been most
likely driven by their long-term operation in the
market economy environment and the need to
adequately and promptly respond to changes
in product or service consumers’ requirements,
thereby holding their competitive advantages
in a particular sector of the economy. It became
necessary for business entities to have workers
who are distinctive from others by the high
level of professional expertise and skills and
who are confident in their performance and are
success-oriented.

By qualifying such workers as talents, scholars
do not disregard natural gifts, but they show

that in the context of a shortage of personnel,
the “artificial cultivation” of talents is possible,
even without relying on their innateness. For
example, in his book, Gladwell (2008) defines
a talent as the triad of components — complex
formation and reinforcement of capabilities,
emerging opportunities, and randomly occurred
advantages. This definition is, first and foremost,
about the process in which a worker develops
their potential to a level that would enable them
to find effective and non-standard solutions to
challenges which go beyond the current issues
(Durakova, 2023a). The “emerging opportunities”
and “randomly occurred advantages” are
important but still minor components of the
process and act as a catalyst.

In the context of the diversity and diversi-
fication of teams within organisations, it became
appropriate for research papers to obtain a
detailed understanding of personnel as to
defining “talents”, including by demographic
characteristics, in particular, gender and age.
For instance, when describing innate qualities,
G. V. Segalin (1925) points to their manifestation
at an early age. Examples may include W. Mozart,
G. Handel, L. Beethoven, J. Haydn, M. Glinka,
J. S. Bach, A. Rubinshtein, and P. I. Tchaikovsky.
In the period from three years to 12 years old,
these composers had already created significant
and still well-known musical compositions. With
a focus on the age, the researchers note that the
composers fall into the homogeneous gender
group, and come to a conclusion that “no musical
genius manifested itself” in girls.

Accordingly, the following question arises:
if musical abilities manifest themselves largely
in males, what about organisational talents in
females. Are there specific features of talent
formation in women?

“Sapere aude!” (“Dare to know!”) and
signals of the evolution of scholarly ideas
about genders in the working process

The scientific knowledge of new trends in the
labour market enables an employer, first, to assess
its chances against competitors and, secondly,

Proceedings of Voronezh State University. Series: Economics and Management. 2024. N2 2 31



0. N. Golovinov, V. N. Serdiuk, N. Sh. Ponomarenko

to develop the tactics of up-to-date positioning
that make it possible to stay a step or two ahead
of them and hold its positions in the traditional
segment or a new one. Researchers had captured a
signal of the emerging trend of the gender-based
interpretation of talent several centuries before it
was heard and accepted by practitioners.

The term “emancipation” (derives from the
Latin “emancipatio”) means a refusal from social
dependencies and, in respect of women, the
achievement of gender equality in their working,
social, and private lives. According to the existing
version, it is the Enlightenment that triggered
the women’s breakaway from the exclusive
role of a wife or mother in Europe. In his essay
Answering the Question: What is Enlightenment?,
I. Kant defined it as man’s emergence from his
immaturity, that is the inability to use one's
understanding without guidance from another
(Kant, 1784). According to Kant, immaturity, or
self-imposed incompetence, is a phenomenon
the cause of which lies not in a lack of intellect,
but in a lack of resolution and the courage
to use it without another’s guidance. Further
elaborating on his thought, the philosopher
refers to laziness and cowardice as the reasons
why people do not want to think for themselves
and about their position, ambitions, and goals,
or to assume responsibility.

From the age of Enlightenment, representa-
tives of the both genders were called upon not to
perceive their own affairs as God-given and not to
accept affairs as dictated by others, but they were
urged to take decisions and act by themselves.
Kant referred to Horace’s motto Sapere aude!
(it can be translated from the Latin as “dare to
know”) as a code to the way out of self-deception
and immaturity. The philosopher gave Horace’s
motto a new meaning interpreting it as an
imperative of man, for him to have the courage
to use his own understanding and reasoning
and dare to be wise. Nonetheless, calling for
such a transformation of the behaviour, Kant
allowed its implementation based on the gender
segregation stating that even for men it’s hard
to take a step towards maturity, and for women
who are not endowed with the will to surpass

the immaturity, it is very dangerous at that.
According to Kant, there always are guardians
who take on the supervision over them.

Considering the environment of the time,
the philosopher did not regard the paternalistic
model of guardianship of a woman as something
outrageous stating that she is unavoidably
dependent on the will of her husband. There is an
opinion that being a great philosopher, Kant was
a bachelor and hardly a profound connoisseur
of women. However, it is difficult to disagree
with Becker (2016), who stated that women are
less emancipated than men and are treated as
an addition to the man according to his will and
therefore, their role in society is unsatisfactory.

At the stage of scientific views regarding
liberation from the restrictions established by
the outdated social order, paternalism of the
church and state power, the motto Sapere aude!
was developed in the ideas of male researchers.
J.-]. Rousseau (1762) substantiated the idea of
forming a new society through the education of
children in special educational institutions and
in isolation from the external world. Rousseau
believed that the main function of a woman is to
be a wife and mother, lacking a broad scientific
education.

Substantiating the economic liberalism,
A. Smith (1776), too, considered reason to be the
highest value of the human activity and believed
that the world could be transformed based on
his principles. His economic and philosophical
thought put the capacity for the activity at the
forefront of economic rationality, with allowance
for creative activities and a variety of ideas,
creativity, and talents. Abilities and productivity
result from the free play of forces, individual
goals and guaranties of freedom secured by the
state. In the philosopher’s view, the economic
improvement can be achieved through the
following mechanism: each individual takes care
of themselves using their own reasoning; each
individual is provided with a room for personal
interests and development. Consequently, the
well-being of each individual will increase and
the general prosperity will come around. In
the spirit of the enlightenment, Smith put the
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substantiation for entrepreneurial profit on a par
with the participation of labouring people in the
company’s success.

However, the replacement of the absolutist
system with democratic and liberal economic
structures was, first and foremost, a male
endeavour. Becker (2016) notes that later
papers highlighted the contribution that
empirical and experimental sciences had
made to the demonstration of the world
before the Enlightenment and the result of
replacement of the belief and superstition with
the understanding and reason.

Not for nothing were the scholars’ views
called “utopia”. “No place” (from the Greek
“utopia”) was the subject of works written
by researchers, including those during the
industrialisation that, according to K. Marx’s
studies (1932), began with the impoverishment
of frontiersmen. In the age of early capitalism in
England, there prevailed the dismaying simplicity
at factories: specifically, women disregarded
and abandoned their children. The barrack-like
discipline was established at shops where the
toil of male and female workers of all ages was
subject to the process of the uniform movement
of working equipment. As it evolved into the
full operating regime of factories, it promoted
the development of the supervision mechanism
and, at the same, the division of personnel
into general-duty labourers and supervisors,
industrial private soldiers, and officers. The
industrial system ruled out the possibility of
following the motto Sapere audi!, as a degree
of freedom and diversity of workers, their
freedom and education were fully dependent
on its requirements. Those who got free from
guardianship, and especially new elites, lacked
moral skills to use their own reason for own
benefit and for the good of all. Enlightenment,
emancipation, and self-responsibility may
have seemed cynical to those who, as modern
industrial slaves, had no opportunity to develop
and no chance of education. Their talents
remained undeveloped, and their intellect could
not find application. There was not even a hint
of emancipation of women.

From signalling trends
to the evolution of the demand
for women in the labour market

Signals of the demand for talents, in general,
and in the gender-based interpretation, in
particular, had arisen before the emergence
of the trend but they long remained a weak
scholarly notice of possible options: the
phenomenon might go out like a kind of utopia
or it could become the right direction for the
development.

The harmonious combination of the freedom
and order and approach to the gender equality
could be established in the context of the base
determining the superstructure, established
new rules and restrictions, and political parties,
thereby enabling workers to develop and uphold
their rights through the formation of appropriate
institutions.

According to one of the scenarios considered
by Schobert (2012), it was the restructuring of
values and society that caused changes in all
spheres of life and made it possible to create a
gender balance in job roles.

First, an employed woman has changed her
status from being a housewife to a member of
the labour force. Employed women regard their
work as a life project and link it with the long-
term employment to be implemented using
their professional education and expecting
their needs to be satisfied across almost all of
Maslow’s hierarchy. The work and basic pay for
its performance enable financial independence
and extra salary makes it possible to get old age
insurance and medical insurance, along with
health monitoring and necessary treatment.
Communications with superiors, inferiors,
colleagues and customers gives an opportunity to
satisfy the feeling of being needed and involved
(social relationships). Self-esteem and respect in
the team can also be provided in the workplace
as a result of feedback from successfully
accomplished tasks. Furthermore, the work
itself or providing a service offers opportunities
for the self-expression, development, and
determination of one's own long-term roadmap,
both within the organisation and in life.
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Second, employment and development
has triggered the formation of the female
personnel’s need to change their professional,
social, and personal status, which translates
into individualism, concentration on their
own abilities and capabilities, creativity,
independence, and freedom.

Third, the employment of a woman changes
her role in the family. The patriarchal family
foundations have been replaced with the nuclear
model of the shared hearth that enables a
spouse's autonomy from their parents and other
relatives who once lived under a single roof. The
neolocal family implies the possibility of a greater
geographical division of family members, thereby
strengthening the fundamentals of equality
between the men and women in it. As opposed to
the version of patriarchal gender relations where
the values of the man’s world prevail, alternative
versions are developing. The egalitarian approach
involves a shift from the idea of the minor
(“natural and inherent”) social role of a woman
and the achievement of equal opportunities
for men and women by exercising rights and
freedoms of each individual, implementing
principles and providing possibilities of the free
choice of a sphere of activity and occupation
(Rimashevskaya et al., 1991; Roshchin, 1996).

Fourth, although it is still a problem for the
majority of women to find a balance between
family and work, it can, to some extent, be
mitigated through the possible choice between
multiple options of lifestyle, its formation and

design. This is no longer about the choice between
a private life or a professional one. S. V. Yaroshenko
(2002) notes that whereas in the past, female
employment was regarded as a temporary solution,
enabling women to while away their time before
getting married or as a source of temporary income
adding to her husband’s income, in modern society
the views of both genders on the need to work are
gradually getting closer.

The legal framework and the activity of
social institutions, including the International
Labour Organizations and the United Unions,
have contributed to strengthening the position
of women in the labour market (Table 1).

Employed female talent
and barriers to its development
and realisation in the labour market

According to the practice, the war for talent is
the process of attracting, identifying, developing,
engaging and retaining those workers who are
of special value, either due to the level of their
development enabling them to play key roles in the
organisation, or due to a high potential in future.

Talent development should start from
the identification of the need in it. Then, the
established reason for it shall be followed
by the selection of actions towards the goal.
In terms of the content, the chain of elements is
generally the same for employers and workers.
This means that the organisation may win
the local war for talents, when there is the
agreement between the employer’s need in the

Table 1
International legal documents on the protection of women’s rights in the labour market [systematised by the authors]
No. Document Title Document Status (Type) Summary
2 3 4
ILO Night Work (Women) IOT Convention No.41 |The Convention regulates the scope of the

Convention No. 41 (revised in
1934) (Geneva, 19 June 1934)

(Abrogated Convention) | terms “industrial undertaking” and “night”.

It also defines a duration period of the
night and specifies a procedure for the
employment of women during the night

2 |ILO Equal Remuneration
Convention No. 100 (Geneva,
29 June 1951)

ILO Convention No. 100

The Convention regulates the scope of

the term “remuneration” and specifies the
methods for determining rates of remuneration
for men and women for work of equal value
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The end of table 1

Rights of Women adopted by
the U. N. General Assembly
in Resolution 640 of

20 December 1952

1 2 3 4
3 |ILO Maternity Protection ILO Convention No. 103 | The Convention regulates the scope of
Convention No. 103 (revised the terms “industrial undertaking”, “non-
in 1952) (Geneva, 28 June industrial occupations”, and “agricultural
1952) occupations”.
It also establishes a period of maternity leave;
the rates and conditions of cash and medical
benefits to be provided due to maternity
4 | Convention on the Political UN Convention The Convention establishes equal political

rights of women with men (the right to vote,
to be eligible for election, and to hold public
office)

Economic, Social and Cultural
Rights adopted by General
Assembly Resolution 2200A of
16 December 1966

5 |ILO Discrimination ILO Convention No. 111 | The Convention establishes the scope of
(Employment and Occupation) the terms “discrimination”, “employment”,
Convention No. 111 (Geneva, and “occupation”. The provisions of the
25 June 1958) Convention are designed to promote equality

of opportunity in respect of employment and
occupation, with a view to eliminating any
discrimination

6 |International Covenant on International Covenant |The document establishes that all state

parties to the Covenant guarantee that the
proclaimed rights will be exercised without
discrimination of any kind

Convention on the
Elimination of All Forms

of Discrimination against
Women adopted by

U. N. General resolution
34/180 of 18 December 1979

U. N. Convention

The Convention defines the term
“discrimination against women”.

It determines the measures to ensure the full
development and advancement of women
for the purpose of guaranteeing them the
exercise and enjoyment of human rights

and fundamental freedoms on the basis of
equality with men

Goals elaborated by

U. N. General Assembly in
2015 under the 2030 Agenda
for Sustainable Development

Development Goals

8 |ILO Workers with Family ILO Convention No. 156 | The Convention establishes equal rights of
Responsibilities Convention men and women workers with responsibilities
No. 156 (Geneva, 23 July 1981) in relation to their dependent children, where

such responsibilities restrict their possibilities
of preparing for, entering, participating in or
advancing in economic activity.

It specifies the term “dependent child” and
“other member of the immediate family”

9 |The Beijing Declaration Declaration The declaration establishes the
adopted by the Fourth World empowerment and advancement of women,
Conference on Women, including the right to freedom of thought,
Beijing, 4-15 September 1995 conscience, religion and belief, thus

contributing to the moral, spiritual, and
intellectual needs of women and men and
thereby guaranteeing them the possibility of
realising their full potential in society

10 | Sustainable Development Sustainable Goal 5 asserts the achievement of gender

equality and the empowerment of all women
and girls
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worker (the demand for talent) and the presence
of the relevant competencies and intent to
take on the job position demonstrated by the
candidate (the offer).

Due to the unfavourable demographic
situation and the related necessary
diversification of labour teams, in order to
retain employees divided into six main groups
(ethnicity, age, gender, religion, disability,
and sexual orientation), the employer should
differentiate their actions to acquire talents
according to specific features that each of
them has.

A female talent in the organisation is the
status of the success-oriented employee whose
characteristics, on the one hand, are identical to
the key metrics of a male talent. These include
a high level of competence and involvement
in the labour process and output; long-term
demonstration of high performance; the ability
to focus their own potential on addressing new
challenges which are outside of routine duties;
the possibility for a leader to use delegation in
managing such a worker. On the other hand,
there are differences that result from cultural and
ethnic specifics.

Accordingly, there are reasons to suggest
that the demand for talent as the initial phase
of talent development is blocked by a number of
circumstances, or barriers which come from the
social policy at the macro-level, an employer, and
the family of the employed woman who wants to
develop and implement her knowledge and skills
at work (Table 2).

Discussion of the results

Following I. Kant’s statement, the motto
Sapere aude! effectively became a key possibility
of victory in the continued war for talents
(Muchaes et al., 2001) and, to a large extent,
became crucial for the adaptation to diversified
labour teams, including female personnel. In
their paper (2005), Auer et al. further elaborated
the scientific idea and formulated it as the
necessity of the active labour market policy
for the benefit of workers across the world
and of social dialogue as a political tool of

vital importance to ensure that the employers’
activity in the labour market is flexible.
Substantiating the hypotheses that employed
women have fewer chances of developing talent
than men, scholars propose various assistance
programmes that include training, along with
balancing their work and private life. At the
same time, the position under which talents
constitute a separate category does not comply
with the inclusion principles that dismiss the
exclusive approach to the work with personnel
and contravene the movement towards the
formation of the ecosystem (Durakova, 2020,
2023b). At the same time, when the issue is
considered from the perspective of human
resources management, the position of applying
two approaches to talent management, exclusive
and inclusive approaches, is substantiated
(Egorova, 2018). Bergemann & van den Berg
(2008) conducted a study on the effects of
active labour market policies on individual
outcomes like employment and income for
adult female individuals without work. The
scientific paper considered skill-training
programmes, monitoring and sanctions, job
search assistance, and employment subsidies.
The result of the study showed that job creation
programmes proved to be effective for women
in countries with a high percentage of females
in the workforce, they become employed faster.

Conclusion

The conducted study makes it possible to
formulate the following results:

- talent management is a more complex
and multi-purpose technology that traditional
vacancy filling or replacement, that is, the
acquisition of required workers with relevant
skills for necessary jobs;

- the introduction of a new function,
talent management, into the human resources
management practice of Western organisations
has been most likely driven by their long-term
operation in the market economy environment
and the need to adequately and promptly
respond to changes in product or service
consumers’ preferences, thereby holding their
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Table 2

Some barriers to the development and realisation of employed women’s talents

and overcoming the same in the labour market

Barrier Content Overcoming
Source: Society
Demand gap Although the established - Through a three-phase scientific presentation of the
(functional gender segregation is demand gap: an explanation, a transformation, and
differential undergoing rapid change, the political impact that the theory has on society. In
deficit) stereotypisation is still in the context of the difficult demographic situation and
place. The scope of discussion |the diversity of labour groups, the channels of political
covers, at least, three aspects: |impact of the employment concept on the positive public
- the segregation of economic |reaction may include political parties, occupational
roles in the family, that is, who |and other unions, mass media, renowned leaders,
shall earn and keep the family |businessmen, medical practitioners, and science and
and who shall allocate a family |culture professionals.
budget in the right manner; The goal of such an impact is to accelerate progress
- professional segregation towards inclusiveness and the social ecosystem through
meaning that one member the unavoidable stages of exclusiveness, segregation, and
of the family couple has a integration,;
professional commitment and |- by accomplishing the following goals of society:
is included in the middle and 1) the long-term employment of women that is ensured
top management team of the | due to the possession of up-to-date knowledge and skills;
organisation. The other member| 2) the empowerment of women in their search for jobs
is assigned the role of an and employment in the labour market;
ordinary employee within the | 3) rational and optimal allocation of labour resources,
organisation and, if necessary, |including the female workforce;
works part-time; 4) control over the granting of rights to personal
— the family itself where development;
there are main and secondary | 5) adherence to the principle of equal opportunities and
responsibilities of raising social mobility
children, cooking, maintaining
order at home, controlling
deviations from the social norms,
such as drug addition, excessive
drinking, alcoholism, etc.
Source: employer
Potential gap The lack of relevant up-to-date| — The focus on avoiding risks of nonconformance arising
(labour knowledge and skills caused |from the acquisition of competencies that do not meet
differential by the sandwich syndrome and|the job requirements (mistakes made by the organisation
deficit) the lack of time to fill the gap |in the learning process). The target reskilling and
in competencies retraining, with allowance for new remote opportunities;
— the usage of the programme designed to overcome the
reality shock experienced by those women who resume
working after maternity leave
Communication | The reasons may include the |- Developing measures to remotivate employed
gap leadingto  |job content, relationships workers by using four stages in human resources risk
demotivation with immediate superiors management: risk identification, risk measurement,
and emotional |and colleagues, recognition, immediate risk treatment, and follow-up risk monitoring;
burnout prospects, responsibilities, etc. | - holding an interview with the female worker upon her
return to work and planning assistance measures;
— developing the mobbing prevention strategy as part of
the corporate culture;
— assistance in solving the work-life problem by considering
three groups of reason: 1) imbalanced time budget because
of the priority that one role has over another, 2) excessive
work, 3) role incompatibility
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competitive advantages in a particular sector of
the economy. It became necessary for business
entities to have workers who are distinct
from others by the high level of professional
expertise and skills and who are confident in
their performance and success-oriented;

— without disregarding the natural gifts of
workers of certain areas of activity, scholars
substantiated the view that the “artificial
cultivation” of such workers for the real sector of
the economy was possible without reference to
innateness. This view has been further developed
in practice and proved to be relevant in the
context of labour shortages in the labour market;

- signals of the demand for talents, in
general, and in gender-based interpretation, in
particular, have long remained a weak scientific
alert to the possible alternative: either the
phenomenon is a utopia, or it could become
a trend. Some scholars suggest that it was the
restructuring of values and society that caused
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JKeHIIMHBI-TAJIAHTHI HA PBIHKE Tpyaa:
6apbepbl B JOCTVOKECHUHN YCIICITHOCTU

. Bb. Jypakosa'™, U. /1. Koceirnua?

1.2 BopoHeXCKUlt TOCylapCTBEHHBIV YHUBEPCUTET, YHUBEPCUTETCKAS III., 1,
394018, Boponex, Poccuiickas ®enmepaiiyis

IIpegmer. TpaHcdopmaliyist B eCTECTBEHHOM ¥ MEXaHMUYeCKOM JBMKEHIY HaceIeHMsI, HOBbIE IIEHHOCTH
MOJIOABIX TTOKOJIEHNIA, yTPATUBIINX CKIIOHHOCTD K MPUBSI3Ke K paboTomaTes o, 0603HaUMIN He0OX0mM-
MOCTb TI€PEOCMbIC/IEHNST pabOThI C KAXKIO0M KaTeropueit Tpyasumuxcs. B cOOTBETCTBUM C STUM B (DOKYC
HayYHOIr'O BHMMAaHMS Cpeay OPYTUX MolafaeT KeHIIHa-TaJaHT, YTO OIpefesiseT Heo6X0aMMOCTD UC-
cremoBaHus JeUHUIMI 9TOJ KaTeropuu, 6apbepoB U (akTOPOB AOCTUKEHUS MPOQeCcCHOHaTbHOM
YCITELIHOCTY C YY€TOM IeHIepHOro CerMeHTa IepcoHaia.

Ilenn. B cTaThe peannsoBaHa IMOMbITKA cOPMUPOBATH IIPEICTABIEHNE O IBVKEHUM HAYUHOI MBICN
OTHOCHUTEIbHO KaTeropum «KeHIIMHA-TaJaHT» B OpraHusaiuin, creiudmke ee 3aHITOCTU C yUETOM
peann3aly MOTPEOHOCTY B COUETaHMM PabOThI M YaCTHO JKUSHMA.

MeTomosnorus. [1j1s1 HOoTy4eHMsI HOBOTO 3HAHMS 0 GOpMMUPOBAHMM TAJJAHTOB B OPTaHU3aIMM B TeHIep-
HOM paspe3e ObUIM IIPMMeHEeHbI aHaIM3 U CUMHTe3. ITocpeacTBOM TabAMUYHOTO METOMA M IPYIIIIPOBOK
Mpe/iCTaB/IeHbl 6apbepbl, MPEMSITCTBYIONIVE PA3BUTUIO M Peal3alyuy TajJaHTa 3aHSTOl JKEHIMHBI,
a TaK’ke BO3MOKHOCTY MX ITPEO0IeHNsT Ha PhIHKE TPYy/a.

Pe3ynbTaThl. B cTaThe IpencTaBIeHbl ITOIOKEHNS, TPOABUTAIONIE HAYUYHYIO UIEI0 O HEOOXOAVMOCTI
(hopMMpOBaHMS KOTOPTHI JKEHIIMH-TAJaHTOB Ha PbIHKE TPYIa, IEPECTPOIKY UX POJIU B CEMbe, BO3MOXK-
HOCTM BbIGOPA MEK/Y a/IbTePHATHBAMM CTUJIEI KU3HM; CTPYTIMPOBAaHbI HEKOTOPbIE GapbePbl, IPETISIT-
CTBYIOII[M€ Pa3BUTHIO M peaju3aliiy TajlaHTa 3aHsITOM sKeHIMHBbI.

BoIBOZBI. B yOIOBUSX OCIOKHEHHO IeMorpaduyeckoit CMTyalnyum 1 KaJpoBoro neduinTa pa3BuBaeT-
Cs1 IyasibHast KOHLIETIIIVS TaJIaHTa, He UTHOPUPYIOIIast «603KeCTBEHHYIO CUITy» B HaJleJIeHUY PA6OTHUKOB
TaJlaHTOM, HO 0O0CHOBBIBAIOIIASI BO3MOKHBIN ITyTh MX «MCKYCCTBEHHOTO BhIpAIIMBaHMSI» 0€3 CChUIKM
Ha BPOKIEHHOCTh. B cTaThe CHCTEMATU3MPOBAHbI BO33PEHMST YUEHbIX Ha IeHIEPHYI0 Cerperammio C
NPUHSTEM BO BHMMaHMe o3yHra . Kanra “Sapere aude!” («IIpITaiics yuuThCsi!») KaK eUHCTBEHHOTO
KOJIa K BBIXOMY 13 CAMOBHYIIEHMs ¥ He3penocTu. CoeslaHbl BBIBOIbI O COBPEMEHHOM COCTOSTHUM HAYUHBIX
B3IVISIIOB HA KEHIIVHY B Opranu3aiyu. CucTeMaTi3upoBaHbl MEXIYHAPOIHbIE ITPABOBbBIE JOKYMEHTBI
0 3alll/ATe IIPaB KEHIIMH Ha PbIHKE TPY/a.
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