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Talent management is one of the most important Human Resources Management tools
worldwide; however, according to the assessment of thousands of HR managers, this is still
far from perfect. The author presents the results of many empirical studies in German-
speaking countries, focusing on the so-called “Trainee Programs” or “Programs for graduates”.
130 trainee programs are systematically analyzed and conclusions and recommendations
are provided.
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The importance of talent management, although highly valued, has significant gaps
in its practical implementation. The opportunities to eliminate this drawback are “trainee
programmes” (TrPr). They have a variety of goals, for example, the creation of a pool of
highly skilled professionals for employers. However, even in the German-speaking space,
which plays a leading role in the field of “trainee programs”, there remains significant
potential for further improvement.

Few issues in HR management have seen such growth in significance in recent
times as has talent management. In 2010, Boston Consulting Group, in collaboration
with the World Federation of Personnel Management Associations WFPMA, conducted
a survey among 5561 HR specialists around the globe, asking which fields of activity
they expected to grow in importance in the future (“future importance”) and how well
they thought they were currently handled (“current capability”) **. Regarding future
importance, talent management was rated exceedingly high in the survey. At the same
time, current capability in this area was assessed as particularly low. Considering this
striking imbalance (fig.), the authors of the study concluded that there was a “strong
need to act”.

© Norbert Thom, 2019; e-mail: norbert.thom@bluewin.ch.

* More thoroughly this problem was considered by the author in [1].

** The Boston Consulting Group / World Federation of Personnel Management Associations
(BCG/WFPMA). Creating People Advantage 2010: How companies can adapt their HR practices for
volatile times, 2010, available at : https://www.bcgperspectives.com/content/articles/organization_
transformation_creating_ people_advantage 2010/.
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YIPABJIHHA TATAHOBUTOIO MOJIOITIO
YEPE3 “ITPARTHRAHTCBRI ITPOTPAMH™ *

YnpaBniHHS TanaHoOBUTO MOJIOALI0 € OAHUM 3 HaVBAXJBILLINX IHCTPYMEHTIB YrpaBsliHHS
MEePCOHAJIOM y CBITI, NPOTe, Ha AYMKY BE/IMKOI KiJIbKOCTI MEHELDKEDIB 3 NEPCOHAY, BOHO BCE
e € fanekum Bif [AOCKOHAJIOCTI. ABTOp roaae pe3ysbtatv 6aratb0X eMIlipudHux [ocCTi-
JDKEHb Y HIMELIbKOMOBHUX KpaiHax, Mpuaiisgioyy 0CcobmBy yBary Tak 3BaHuM “riporpamam Asisi
cTaxuctie” abo “riporpamam [Uisi BUIyCKHUKIB”. CuctemMaTuydHo rpoaHanizoBaHo 130 npo-
rpam CTaxyBaHb, JAHO BUCHOBKU Ta PEKOMeHaLlil.

KniouogBi cnoBa: ynpasniHHS TalaHOBUTOK MOMOAA0; YNPAaBSiHHA NIOACBKUMU pecypca-
MU; NPaKTUKAHTCbKi MPOrpamu.

bion. 4; puc. 1.

3HavyeHHs yIpaBJliHHS TATAHOBUTUMMU JIIOJbMU (TaJIAaHTAMM ), XOUa 1 OLIIHIOETHCST BUCO-
KO, aJIe B MOro NMpakTUYHili peaizallii € iCTOTHi IporaTuHu. MOXITUBICTIO IJTs1 YCYHEHHS 1IbO-
'O HENOJTIKY € “TipakTUKaHTChKi Tiporpamu” (nasti — [pIT). BoHu MatoTh Ha MeTi pi3HOMaHIT-
Hi L1, HANIPUKJIaA, CTBOPEHHS ISl pOOOTOMABLIIB ITyJly BUCOKOKBATi(PiKOBaHMX (haxiBLIiB.
IIpote i B HIMEIIBKOMOBHOMY IIPOCTODi, SIKWI Bilirpa€ IMpoOBITHY poib y cepi “TipakT-
KaHTCHKUX Mporpam”, 3aJIIIAETHCST 3HAYHUI MOTEHIIT TS TOAATBIIOTO TTOKPAIIEHHSI.

OcTaHHiIM yacoM y cdepi MEHEKMEHTY TepCOHATY TAKOTO X BEJIMKOTO 3HAUEHHS,
SIK YIIPaBJIiHHS TAJJaHOBUTOIO MOJIOIII0, HaOyIM Jiniie aeKinbka Tem. Y 2010 p. koHcan-
THroBa koMmaHis “bocroHchka Koncantunrosa Ipyma” (mani — BKI) (The Boston
Consulting Group — BCG) cnizibHO i3 CBiTOBOIO (hefiepallieto acoilialiiii MeHeIKMEeHTY
nepcoHainy (nan — COAMIT) (World Federation of Personel Management Associations —
WFPMA) onurtanu 1o BCboMy CBIiTY 5561 haxiBLs y rajy3i MEHEIKMEHTY TIepCOHAITY
CTOCOBHO TUX MaiOYyTHiX cpep MislIbHOCTI, sIKi HA0yBaTUMYTh JAeAajli OiIbIIOro 3HaUYeH-
H$l, @ TAKOX HACKiJTbKM J0Ope, Ha IXHIO TyMKY, BOHU CbOTONIHI CIPaBJISIIOTHCS 3 HUMU
(moTouHi 3ai6HOCTI) **. ¥V 11bOMY ONMUTYBaHHI HalaHO BUCOKY OLIIHKY “YMpaBIiHHIO Ta-
nmanTamu” (Managing talent) BiTHOCHO ix MaitOyTHBOI poJi. [Ipu HboMy cydacHe oIaHy-
BaHHS JAHOTO HAMPSIMY BU3HAHO 3aHAATO HU3bKMM. 3 MPUBOJY HAssBHOCTI OYEBUIHOTO
KOHTpAcTy (puC.) aBTOPU ITOCTIIKEHHSI iHILiI0I0Th HaraJibHy HEOOXiAHICTb 3MiH.

© Hopoept Tom (Norbert Thom), 2019; e-mail: norbert.thom@bluewin.ch.

* [pyHTOBHiLIE 1151 TpobJieMa po3rsigaiach aBTopoM y [1].

** The Boston Consulting Group / World Federation of Personel Management Associations
(BCG/WFPMA). Creating People Advantage 2010: How companies can adapt their HR practices for
volatile times, 2010 [EnexkTpoHHuii pecypc]. — Pexxum moctymy : https://www.bcgperspectives.com/
content/articles/organization_transformation_creating_people advantage 2010/.
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b) In 2012, most critical topics are managing talent, improving leadership development,
and strategic workforce planning
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A follow-up study of 2011, covering 2039 HR managers in 35 European countries,
came to a similar conclusion * [2]. In German-speaking Europe, vast amounts of
knowledge and experience have been gathered over the past decades in the more
specific area of fostering talented university graduates by means of so-called “trainee”
or “graduate programmes”. The present article gives an overview of this valuable body
of know-how. It is intended to stimulate action among HR specialists around the
globe, and to provide them with ideas. For this purpose, a number of preliminary
remarks on the concepts of talent and talent management are in order.

In its most common use, the term falent refers to a special aptitude or giftedness
in a certain field of human activity, or to a person who has such an aptitude. In the
narrower sense the term assumes in the context of HR management, one feature of
talented employees is that they tend to have gone through higher education. This,
however, need not always be of an academic nature — just think of celebrity chefs or
particularly gifted craftspeople. Furthermore, talented workers are highly motivated
and love challenging tasks. They have an endless craving for continued professional
training, and they satisfy this need whenever they can. Where these kinds of assets are
crowned with highly developed social skills (e.g. with regard to communication and
cooperation), such people are viewed as particularly talented. A talented person thus
possesses key skills that are particularly useful and important for their employer’s
continued favorable development and overall success.

Talent management is defined by the authors of the mentioned BCG/WFPMA
study as concerned with “attracting, developing and retaining all individuals with high
potential — regardless of whether they are managers, specialists or individual contri-

* The Boston Consulting Group / World Federation of Personnel Management Associations
(BCG/WFPMA). Creating People Advantage 2011: Time to act: HR certainties in uncertain times,
available at : https://www.bcgperspectives.com/content/articles/people _management hu-man_
resources_creating people advantage 2011/.
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JloknaneHi 3ycuyuist: HU3bKi, BUCOKi

8) Ynpaeninns masanmamu i aidepcmeo, sk i paniule, € HAUBANCAUBTUUMU,
3a HUMU HOYMb AHANIMUKA | 3a1Y4eHHs — OiAbUla 4acmuHa 3ycunb CHPIMO8AHA HA HABYAHHS

Puc. Ilunamika cKJIagoBUX YNPaBJIiHHS MEPCOHAIOM

HactynHe pociimkeHHs, sike 0yy10 MpoBeAeHe y 35 eBporeiichbKuxX KpaiHax i OXOIMUIo
2039 (axiBILiB y chepi MEHEIKMEHTY MepCOHaTY, 103BOJUIO 3pOOUTH aHAJIOTiYHI BUCHOB-
Kku * [2]. Ak imocTpye 1eit ormisan, y rajay3i iATpUMKU TaJaHOBUTUX BUITYCKHUKIB BUILIMX
HaBYAJIbHMX 3aKJIaliB 32 TTOCEPESTHUIITBOM “TPAKTUKAHTCHKUX IporpaM” y HiMeITbKOMOB-
Hiif €Bpori BXe HarpaboBaHO COMiHI KPEaTUBHI 3HAHHS, TOMY HAIIIOI0 METOIO € CIIOHY-
KaHHS J10 Jii BiIMOBiIaJbHUX OCIO Yy Tany3i JIOACHKUX PeCypciB MO BCbOMY CBITY, a TaKOX
rnocTayaHHs 151 HUX HOBMX ifei. JIUIst LIboro HaBeaeMo psi MoIepeaHix 3ayBaKeHb PO Mo-
HSITTS “TaJlaHOBUTA MOJIOAb” Ta YIPABJIiHHS HEIO.

Haituacrimie mim TepMiHOM “TanaHT” pO3yMilOTh OCOOJIMBE 00JapyBaHHS B SIKiliCh rayry3i
JTIOJICHKOI TisUTbHOCTI 800 0c00Y, sIKa Ma€ Taki puch. Y By:k4oMy, IpoeciiiHoMy, 3Ha4eHHi B ce-
PEeIOBUII MEHEDKMEHTY TIEPCOHAITY TSI TAJTAHOBUTHX OCIO € CITUIBHMM Te, 110 BOHM 3a3BUYaii
BOJIONIIOTh BUILIOIO (haxoBOIO OCBiTOI0. BoHa HEOOOB’SI3KOBO MPUB’SI3YETHCS A0 aKaJAeMiuHOI
cepu, SIKILIO HAETHCS PO 0COOIMBO 001APOBAHUX PEMICHUKIB — HAMPUKJIA/l, BACOKOKBaTi(hi-
KOBaHMUI1 Kyxap ab0 Haa3BMYaiiHO oOJapoBaHuii oBeJip. Jlo Toro X TajaHOBMTI JTIOAW JEMOH-
CTPYIOTh BUCOKY IpoeciiiHy MOTHBALIiIO Ta paIiCTh Bill HASSBHOCTI 3aBIaHb, SIKi BUMaraloTh He-
OpIMHAPHMX SIKOCTE. Y HUX € motpeda y npodeciiiHoMy BIOCKOHaJIEHHI, IO YOT0 BOHU i caMi
MTOCTIIfHO TIparHyTh. OCOOIMBO TATAHOBUTHMU BBAXKAIOTHCS Ti 0COOM, SIKMM TOJATKOBO ITpUTa-
MaHHi collialbHO BUpaXkeHi KOMITIETeHL1lii (FOTOBHICTh 10 KOMYHiKallii Ta Koonepaiiii). TazaHo-
BUTA JIIOAMHA BOJIOJIE TUMU KIIIOUOBMMM KBasti(hikalisiMu, sIKi € 0cOOJMBO HEOOXiTHUMU Ta
BaXKJIMBUMM JIJIS1 TIOAAJIBIIIOTO MTO3UTUBHOTO PO3BUTKY Ta CYKYITHOT'O YCIiXy KOMIIaHii.

ABTopu 3a3HayeHoro nociimkeHHs BKI TpakTyioTh 3aBIaHHS yNpaBJliHHS TaTaHOBU-
TOIO MOJIOIIO TaK: “ImeThes Mpo 3aayd4eHHs, pO3BUTOK Ta 3alisTHHS BCiX IpalliBHUKIB 3 BU-
COKHMM IMOTEHIIiaJIOM Ha BCiX opraHizaliiiHuX 11a0JIs1X — He3BaXKaouu Ha Te, YU 1€ MeHeIKe-

* The Boston Consulting Group / World Federation of Personnel Management Associations
(BCG/WFPMA). Creating People Advantage, 2011: Time to act: HR certainties in uncertain times
[EnexTponHuii pecypc|. — Pexum moctymy : https://www.bcgperspectives.com/content/articles/
people_management_hu-man_resources_creating_ people advantage 2011/.
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butors — across all levels of the organization”. Experts in the field generally like to
speak of a “high potential” in people with talent. Often talented employees work in
positions where they cannot make use of their maximum levels of performance. In the
literature, the concept of “high potential” applies to those who both show maximum
performance in their current position while having a lot of remaining potential for
development. In any case, talented young employees are supposed to have or to develop
towards this status of high potential.

In the understanding of the present author and his research collaborators, talent
management takes the shape of a cross-domain process within the company’s overall
HR management scheme. Talent management is a task shared between line and HR
managers. The two need to cooperate when it comes to attracting talented people,
introducing them to the organization, assessing their performance and potential,
developing their skills and retaining their capability and willingness to perform within
the company. On this view, talent management (attraction, introduction, assessment,
development and retention of talent) is affected by five overarching functions of HR
management:

1. Strategic HR management. Strategic HR management is concerned with
adjusting the HR strategy (how much staff with what skills will we require in the
future?) to the overall company strategy (on which markets do we want to compete,
using what kind of competitive strategy?). This will clarify not only what kind of talent
will be needed where and when, but also what objectives the organization can achieve
through talent in the first place.

2. Organization of HR management. Who (line managers, own and external HR
specialists) is assigned which tasks in talent management, with what capacities (decision-
making and other authority) and responsibilities? How to organize the sub-processes of
talent management?

3. HR planning. HR planning must be coordinated with corporate planning in other
domains (e.g. sales, production and financial planning). This part of operational planning
specifies personnel requirements in both quantitative and qualitative terms and clarifies
what kind of talent management the company can afford.

4. HR marketing. The task here is to increase the employer’s attractiveness on the
relevant labor markets. For this purpose, the company must know the needs of target
groups (in this case, talented jobseekers) and must offer appropriate incentives.

5. HR controlling. This comprises continual monitoring of the key figures that are
relevant in the tailoring of all activities to the objectives pursued. Certainly relevant to talent
management are, for instance, figures on the duration of stay in specific positions, results
of performance assessment, job satisfaction, and activities and advances in further
education.

By means of trainee programmes (henceforth: TrPr), employers aim to establish a
corporate pool of qualified and highly motivated young professionals. To the extent that
they possess the characteristic features of talented workers mentioned above, former
trainees may go on to enjoy continued special fostering and be promoted to positions with
more complex task profiles. On the classical view in the German-speaking world, however,
no one is “a talent forever” just because they have participated in a corresponding
programme at some point. New decisions are made after every stage of testing the candidate’s
worth as to whether they are still part — and still want to be part — of the talent pool.

The present author has continuously observed and, together with his collaborators,
done research on TrPr since the 1970s. One of his own early definitions of TrPr specified

48



Tom H., c. 42-57

pu, crietianicty ado okpeMi npaniBHukn”. MaxoBi aBTOPU MOCTIHHO TOBOPSITH TIPO “BUCO-
KU TTOTeHLial” 0co0H 3 TaJaHTOM, OCKUIBKU Iy>Ke YaCTO TaJaHOBMTI MPALliBHUKU 111 HE
JIOCSITJIA HAMBUILIOTO PiBHS Pe3yJbTaTUBHOCTI Ha poOOYOMY MicClli, SIKe BOHU Ha JaHUI yac
3aiiMaroTh. Poib TalaHOBUTUX MPaLliBHUKIB € J1y>XKe BUCOKOIO, aJie iX TaJlaHTU BUKOPUCTOBY-
I0TbCSI HETOCTaTHBO. TAKUM € BEpIUKT AOCIIKEHb 3 YIIPaBIiHHS TaJAaHOBUTOIO MOJIOMIIO.

MOXIIMBICTIO, SIKY JIy>K€ 4aCTO 3aCTOCOBYIOTh [IJisl YIIPABJIiHHS TaJaHOBUTOIO MOJIO/I -
10, € TaK 3BaHi “TIpaKTMKAHTCHKi Tiporpamu’”. [IpoTe ms ix ecdeKTUBHOI peanizalii He-
00XiIHO YCYHYTU OKpeMi HelOiKH1, HaPUKIIa, TOi (pakT, 110 B KAaHAUAATCbKOMY Mpodisi
a00 piuHMX 3aBIAHHSIX Oe3IMocepeIHbOro KepiBHMKA IpaKTUKaHTa He OLIHIOEThCs (200
OILIIHIOEThCSI HEIOCTATHBO) CYMPOBi ocTaHHBbOrO. OTKE, MAEMO HE CTUJIbKU Opak 4acy,
CKIiJIbKY BiICYTHICTb CIIPUMHSTTS BaXkJIMBOCTI 11i€i poOOTU. TaKMM YUHOM, HEOOXITHUMU €
miaTpuMKa 3 00Ky BUIIMX KEPiBHUKIB MiANPUEMCTBA Ta iHTeTpallisl “TpaKTMKAHTCHhKUX
nporpam” y KOHIIEIIiI0 PO3BUTKY MIepCOHANTY. 3a yMOBM HAasIBHOCTI 000X MIEpeayMOB, a ca-
M€ BMCOKOI pe3yJIbTaTUBHOCTI Ha 3aliMaHiil mocali Ta BUCOKOTO MOTEHLialy PO3BUTKY, Y
(axoBiii JiTepaTypi MpUITHATO TOBOPUTH TIpo “Bucokwmii moreHuian” (High Potentials). Ta-
JIAHTHU CJTil PO3BMBATU y HATIPSIMi JOCSITHEHHSI HUMU CTaTyCy “BUCOKOTIOTEHIIAIbHUX .

ITin ynpaBiaiHHSIM TaIaHOBUTOIO MOJIOAIIO aBTOP PO3YMi€ MPOILIeC, SKUI Ma€e sSKHai-
OiJIbllIe OXOIUJIIOBATH YIIPaBIIiHHS TIEPCOHAJIOM i CTOCYBaTUCS came Hboro. IHakiie Kaxy-
YU, yIPABIiHHS TATAHOBUTUMU KaJpaMU — 1€ CIIJIbHE 3aBAAHHS, 3 OMHOTO OOKY, KEPiBHOI
JIaHKU, a 3 {HIIIOTO — CIeLialiCTiB 3 YIpaBiHHA MepcoHasioM. OOUABI CTOPOHU MTOBUHHI
CHIBIpaLIIOBAaTH 3 METOIO 3alydeHHsI TaJJAaHOBUTUX KaJpiB, 1X O3HAMOMJIEHHS i3 CTPYKTY-
pOIO MiANPUEMCTBA, OLIIHKY X Pe3YyJIbTaTiB i MOTEHLiaJliB, MOAAIBIIOTO PO3BUTKY 1X KOM-
MEeTeHLiH, a TAKOX TOCATHEHHS BUCOKOI MPale3aaTHOCTI Ta TOTOBHOCTI 10 BUILIUX PE3YJIb-
TaTiB HA KOPUCTb POOOTONABLIS. 3 OIJISIY Ha 1€, 3aJTy4eHHsI, O3HAOMJIEHHSI, OLliHKa, PO3-
BUTOK, YTPUMAaHHSI TAJIAHTIB Ta YIIPaBIiHHSI HUMU MaIOTh CKEPOBYBATUCSI TAKUMM I1 SIThbMa
MPOBITHUMHU (DYHKIISIMUA YIIPABIiHHS IEPCOHATIOM.

1. Cmpameeciune ynpaeninus nepconarom. CTaBUTh Ha METi Y3TOIKEHHST CTpaTerii 3 po3-
BUTKY IIePCOHANY (CKiTbKU MePCOHAIY i 3 IKMMU SIKOCTSIMU Tpeba Oyne B MaliOyTHbOMY?)
i3 cTpaTeri€ero po3BUTKY MiANMPUEMCTBA (Ha SIKMX PUHKaX IMpallo€ MiAMPUEMCTBO i sKa
CTparerisi KOHKYPEHTOCITPOMOKHOCTI TIPU 1IbOMY BUKOPUCTOBYEThCS?). Lle mo3Boauth He
TUJIBKM 3’SICYBaTU SIKU1 caMe TaJlaHT, e i KOJIM 3HaTOOUThCS, ajie i Te, SIKi LIiJIi opraHi3alis
MOXK€e OCSITTU 3a IOTIOMOTOIO TATAHTY Yy MeplIy Yepry.

2. Opeanizauis ynpaeninns nepconasom. Xto came (psaoBa JaHKa, CIELialicTy BiIiTy
Ka/piB) yNpaBysi€ TAJAHOBUTUMM KaJapamu, sSIKi 3aBJaHHS TMepell HUMU CTaBJISITbCS, SIKi
MOBHOBaXXEHHS MPU LIbOMY 1M HalalOThCs Ta SIKY BiIMOBiAAJIbHICTh BOHU HeCyTh? K He-
00XiJTHO OpPraHi30BYBaTH CKJIANOBI MPOLECY YIPaBIiHHS TATAHOBUTOIO MOJIOIII0?

3. Ilhanysanns nepconany. Ha ocCHOBI oriepaTMBHOTO IJIaHYBaHHS (TUTaHYBaHHS 30YTy,
BUPOOHUIITBA Ta (hiHAHCYBAHHS) YTOUHIOIOTHCS i 3’SICOBYIOThCS KiJIbKiCHI Ta SIKiCHi Xapak-
TEPUCTUKU MTOTPEOU B IEPCOHAJI, a TAKOX 00CST (DiHAHCYBaHHS LIUX MPOrpaMm.

4. Mapkemune nepcornany. J1ns 30iIbIIIEHHST MPUBAOJIMBOCTI POOOTONABIIS Ha BiAIlo-
BiIHMX PUHKAX Mpalli BiH MOBUHEH O3HAHOMUTUCS 3 TOTpedaMU 1iIbOBOI IPYIHU (TajJaHO-
BUTOIO MOJIOJIIIO) i 3aTTPOTIOHYBATH Bi/IMOBiTHI CTUMYJTH.

5. Konmpons nepconany. TIpoBomuThCSI MOCTIMHUI aHATi3 KIOYOBUX JAaHUX 3 METOIO
BiZIMIOBIAHOTO KOPUTYBAHHS BCiX 3aXOMiB, HEOOXiMHUX UTSI JOCSTHEHHS MOCTaBICHUX LIUICH.
151 ynipaBiiHHS TATAHOBUTUMMU KaJpaMU BaXJIMBO MPOAHAJTiI3yBaTU KJIIOYOBI IaHi LIOI0 Yacy
nepedyBaHHSI Ha OKpPEMMX I0caaax, pe3yabTaTh OLiHKY e(peKTUBHOCTI, CTYIiHb 3a0BOJICHHS
BiZl pOOOTH, a TAKOX BUSIBJIEHHST aKTUBHOCTI Ta 3100YTTS YCITiXiB y MiABUILICHH] KBaTiikaltii.

3a momomoroto [IpIl poGoTomaBili XOYyTh CTBOPWUTH HAa CBOIX MAMPUEMCTBAX TTyJ
KBaTi(hiKoBaHMX i MOTMBOBAaHMUX MoJioaux KanpiB. LL[oiiHO BoHM TTOYHYTH BiANOBigaTH Ha3Ba-
HUM XapaKTepUCTUKAM TaJJaHOBUTOIO MEPCOHANY, KOJUIIHI MPAKTUKAHTU MOXYTh OTpUMAaTH
MONAJIBIINY IMATPUMKY i TTHATHACS Kap’€pHUMU CXOOWHKAMU OO TIOCan i3 CKIIamHIIINM
npodineM 3aBaaHb. 3TiIHO 3 TMPUIHATOIO B HIMELIBKOMOBHOMY IIPOCTOPI AYMKOIO, HE iCHYE
JKOIHUX “IOBFOCTPOKOBMX TaJIaHTiB” JIMIIE Ha IIiJICTaBi TOro, 110 BOHU OJHOPA30BO B3N
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that they were “supposed to allow a select circle of university graduates to receive basic
training preparing for future management positions, to become clearer about their
capabilities and interests, to establish personal relations and to become familiar with the
corporate structure and culture of an organization” [3, p. 218].

Today, talk of a “select circle” is still appropriate in connection with attractive
employers, where usually numerous candidates apply for any available programme posi-
tion. Often, complex procedures are used in selecting the most suitable individuals. Other
parts of the definition, however, require modification from a contemporary viewpoint.
“Future management positions”, for one thing, must be made more precise: while former
trainee programme participants continue to be candidates for line management careers
and in some companies have indeed reached top management positions, many of today’s
employers also offer opportunities for technical specialists or project managers as an alter-
native to classical management careers. Furthermore, research suggests that the learning
objectives sketched in the definition should be spelled out and completed as follows:

1. Education. The educational objective still is fundamental. After completion of
the programme, trainees should be prepared for a job at management assistant level that
is adequate to their formal education (e.g. junior controller, product manager, HR
manager).

2. Information. Also an informational objective remains firmly in place. Trainees are
supposed to get to know the company and to become more reassured about their own
personal performance capacities and their preferences regarding the subsequent stages of
their professional lives. Employers for their part hope to learn as much as possible about
the abilities and interests of each individual trainee.

3. Integration. The objective of integration amounts to the trainee’s deeper under-
standing and internalizing of the corporate culture — or, more precisely, of the system of
core values to which each of the visited departments subscribes.

4. Image. The image objective captures the employer’s aim to attract as many
excellently qualified applicants as possible. Employer attractiveness is to be raised on
the talent labor market (i.e. particularly among advanced students on relevant university
courses).

5. Sustainability. TrPr are a costly matter; from an accountancy viewpoint, they are
an investment. Accordingly, an adequate return in the form of work in the employer’s
service is expected after the TrPr. Thus, pursuing a sustainability objective, the employer
strives to make trainees stay in the company for a certain amount of time (e.g. three years)
after completion of the programme.

At this point, the obvious question arises as to how all these objectives on the part of
both trainees and employers can be achieved to the greatest possible degree. Research by
the author and his collaborators has produced a considerable base of knowledge in this
regard — relating, for instance, to the duration of TrPr, their customization versus stan-
dardization, the importance of stays abroad, different programme types, or recurrent
problems in TrPr implementation. Some of the most important and practical insights
gained in the course of this work are discussed in the next section. In doing so, special
prominence is given to the most recent large-scale research project on TrPr supervised by
the author, completed in 2012 at the University of Bern and presented in detail in the
monography [4]. The mentioned study rests on an empirical basis of 130 companies in
German-speaking Europe. TrPr are more widespread in the services (banking, trade,
insurance) than in the industrial sector (63% versus 37%). They have an average length of

50



Tom H., c. 42-57

y4acTtb y mporpami miarpuMku. [Ticas mpoxomkeHHsT okpeMux (a3 MepeBipKy 3aHOBO BUPILTY-
10Th, UM MPALIiBHUK I1I¢ HAJIEKUTH (200 Oaxkae HajexXaTH) A0 TPYIY TaJJaHOBUTHX KapiB.

Ie 3 cepenunu 1970-x pokiB aBTOp MOCTiiiHO crioctepirae ta gociimkye [pll mwis
BUITYCKHUKIB BUIIIMX HaBUAJbHUX 3aKjamiB. [TommepeaHe BU3HaUCHHSI LINX IIPOTpaM 3Byda-
J10 Tak: “mporpamu [IpIl maioTh 103BOJIATH TIEBHOMY KOJy BUNTyCKHUKIB BH3 3m00yBaTtn
0a30BY OCBITY [JIS1 MiATOTOBKU A0 MaliOYTHiX KEPiBHUX IT0ca, 11100 Kpallle 3p03yMiTH CBOi
MOXJIMBOCTI Ta iHTEpPeCH, BCTAHOBUTU OCOOKMCTI BITHOCMHU Ta O3HAOMUTUCS 3 KOpIopa-
TUBHOIO CTPYKTYPOIO i KyJIBTYpOlO opraHizauii” [3, p. 218].

Sk i paHile, “o0paHe KOJI0” CTOCYEThCS HacaMriepel poOOTOAABIIIB 3 BUCOKUM PiBHEM
TMTOITYJIIPHOCTI, OCKLIBKM 32 KOXXKHE TTPaKTUKAHTCHKE MICIIe 3MararloThCsl YMCICHHI KaHIuIa-
TH; cepell HUX, ITiJI 9ac CKPYITYTbO3HOI ITPOIIEIyPH, OOMPAETHCS MPAKTUKAHT. SIKIITO B3SITH 10O
yBaru iHui podoyi Micls, To, 3 Cy4acHOI TOUKM 30Dy, AediHillil0 HeOOXiZHO BiAKOPUTYBaTH.
Omifo “rioganblie 3aiHATTS KEPiBHUX Mocan”’ HeoOXiTHO TOIMMOBHUTHY TAKUM: HE3BaKaI0un
Ha Te, 110 0araTo KOJMUIIHIX MPaKTUKAHTIB i 10Ci MOCiAal0Th KepiBHI MOcaau, a Ha JesIKUX
MANPUEMCTBAX AOCSIIM TMO3ULMA MPOBIAHUX YMPaBIiHLIB, MPOTe HUHI OaraTo poOOTO-
JIaBIIiB TIPOIIOHYIOTh SIK aJIbTEpPHATUBY Kap’€pHE 3pOCTaHHS Ha ITOCamax y BY3bKOIIPO-
deciitHuX i MpoeKTHUX cepax. BiamoBigHo 10 aKTyalbHUX AOCTiIKEeHb, AediHillis BU3HA-
YEHUX LiJei HaBYaHHS JUIs TIPAaKTUKAHTIB Hafadi Mae OyTU TOMOBHEHA TAKUM TEePETiKOM.

1. Hasuanns. VineTbest Ipo TOCSITHEHHST 1iieil ocBiTH. TTic/isi 3aBepIleHHS porpamu
MPaKTUKAHTY MAa€ HAIaBaTUCS MOXJIMBICTD IS CAMOCTIHOI MisTBHOCTI, sIKa O Bimmosigaia
CyTi HaBYaHHSI 1 peasli3oByBajacsl Ha Mocai MPaKTUYHOTO BUKOHABLS (HAMTPUKIIad, MOJIOA-
1IOTO KOHTpOJIepa, MpoIaKT-MeHemkepa (MeHemKep 3 IeBHOTO BUAY MPOMyKIlii), (axiBiis 3
repcoHany).

2. Ingpopmayis. inetwest mpo DOCSTHEHHS iH(OPMaTUBHOI MeTH. [1paKTUKAHT TTOBH-
HEH O3HAMOMUTHCS 3 IMIIMPUEMCTBOM, OTO Pe3yIbTaTUBHICTIO, a TAKOX BJIACHUMM TIpe-
depeHLisIMU 11T HACTYNHUX TpodeciiiHux erarmiB. I3 cBoro 00Ky, poOoTOZaBelb XOue
OibIle Ai3HATUCS MPO 3AI0OHOCTI Ta CXUIBHOCTI MpakKTUKaHTA.

3. Coujanizauis. 3 METOIO TOCSTHEHHS COoLliati3allil MpakTUKaHT Ma€ Kpallle MMi3HaTH Ta Ie-
PEVHATH KyJIBTYPY MiAMPUEMCTBA, OCSITHYTU MIPAKTUYHY LIiHHICTb BiBiTyBaHUX MiIpPO3/IiiB.

4. Imioxc. 3a IOMOMOroI0 iMiIKeBOI MEeTH POOOTOAABLIO CJIif 3aJydyuTH SIKOMOTa
Oijbllie ONTUMAaTbHO KBali(ikoBaHUX MpeTeHAeHTiB. BOHU MOBMHHI MigABUIIYBaTH CBOIO
NpUBAOJUBICTG HAa PUHKY MOJOIMX TaJaHOBUTHUX KaApiB, HacaMrmepea Yy CepeaoBUILi
VCHILIHUX CTYAECHTIB BiAMOBIIHUX CITeLiaJIbHOCTEIA.

5. Egpexmuenicmo. T1pll BUMarae 3HaYHUX BUTPAT, SIBJISIIOYN COOOI0 iHBECTULIIIO BCe-
peauHi mianpueMcTBa. BiamoBimHO, BapTO O4iKyBaTW TEBHOTO MOBEPHEHHSI KOIITIB Yy
¢dopMi BUKoHaHoi poboTu micias 3aBepiueHHs [Ipll. OTxe, podoTogaBLi MparHyTh JOCST-
TH TOTO, 1100 MPAKTUKAHTH ITiCJIs 3aBepILIeHHS] HaBYaHHS BiApalloBajiyd B HbOTO MEBHUI
yac (MiHiMyM 3 poKH).

Bunukae 3anuranss: “fIk Haiikpallle JOCATTU BCiX 3a3HaUYCHUX LI, IPUIOMY SIK
MPakKTUKAHTOM, Tak i pobotomaBuem?”. Ilogo 1IbOro B HiIMELIBKOMOBHOMY ITPOCTOpI
3i0paHO 10CUTDH 6arato 3HaHb. B yHiBEpPCUTETCHKUX JOCTiI)KEHHSIX BUOKPEMJTIOIOTh TOBIO-
CTPOKOBI TeHeHI1lii, a caMme moao TpuBanocTi [Ipll, iHauBigyanizalii abo, HaBNaku, CTaH-
JlapTu3allii, 3HaYeHHs repe0yBaHHS 3a KOPJOHOM, Pi3HOMaHITHOCTI TUIIB MpOrpam, yac-
TUX MPoOJIeM TpHU ixX peanizaiii Toio. Jeski 3 HaliBaXKIMBILINX MPAKTUYHUX BUCHOBKIB 3
JMAaHUX Mpallb MOTiM KOPOTKO BUCBITIIOIOTECA. [Ipu 11bOMY 0COO/IMBA yBara MpUIiIsSEThCS
BEJIMKOMACIITAaOHOMY JTOCTiTHUIIEKOMY TIPOEKTY, SIK1i1 T0OyI0BaHO Ha YMCICHHUX ITOITe-
PenHIX MOCHTIKEHHSIX i mepeOyBa€ i HayKOBUM KEpPiBHUIITBOM aBTOpa 1€l cTarTi [4].
JocninxeHHs CIUPAEThCS Ha eMITipudHuiA 1ocBiA 130 miAnpueMCTB Y HIMELIBKOMOBHOMY
npoctopi. [IpakTUKaHTCHKi OCBITHI TporpaMu OifbII MOIIUPEHi B TaTy3sX 3 HaIaHHS TO-
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about 18 months, during which the trainees usually proceed through four or five training
positions. The crucial hypotheses confirmed by the study are the following:

Hypothesis 1. The amount of time spent by trainees’ direct superiors on the TrPr as
a whole has a positive impact both on the objective of integration and the technical
educational objective. A huge — perhaps the greatest — obstacle to a successful TrPr is
excessive demands on the time of the trainees’ superiors. In the course of the programme,
trainees shift between various departments (e.g. sales, accounting, HR). An implicit
presumption here is that the various departments’ superiors have enough time to impart
valuable practical and theoretical knowledge to the trainees. However, numerous
empirical studies have revealed lack of time on the part of superiors to be a serious
problem that jeopardizes several of the objectives of TrPr listed above. This is evident with
regard to the educational objective, but also familiarization with values (objective of
integration) may be hampered, along with other aims. In a series of workshops with TrPr
responsibles organized by the present author, one important reason for time shortage was
identified: in both the job profiles (job descriptions) and the annual objectives of superiors,
the objectives of TrPr tend to rank only very low or even do not figure at all. This simple
circumstance seriously endangers the success of TrPr and thus an essential component of
talent management as a whole.

Hypothesis 2. A visible effort on the part of the company’s top management in favor
of TrPr adds to a positive internal image of TrPr.

A positive internal image means enhanced acceptance of TrPr within the organiza-
tion and, in particular, stronger support of TrPr on the part of direct superiors, which will
alleviate the problem discussed under (1) above. It is the top management alone that has
the power to ensure the long-term existence of TrPr.

Hypothesis 3. A mentoring programme within TrPr may contribute to a positive
external image of TrPr. Learning from a mentor need not be restricted to technical know-
how, but may include informal relations and power structures; it can facilitate access to
networks and thus accelerate the process of integration of the trainee. Through such
personal interaction, trainees may also become better at assessing their own performance
and potential. Thus a whole range of objectives would seem to be pursuable through
mentoring. Statistical proof, however, is only forthcoming for a positive effect on the
external image objective.

Hypothesis 4. Project work in the course of TrPr has a positive impact on the objec-
tive of integration and the technical and methodical educational objectives of TrPr.
Project work can take various forms. Projects may be small and restricted to individual
training stages and positions. Less common are larger projects involving informational
stays in various organizational departments. Projects are complexes of tasks that come
with deadlines. They are oriented towards precise goals (adhering to time and cost limits,
attaining quality standards, etc.), thus making it possible for TrPr to have participants take
considerable responsibility. The methodical educational objective comprises, among
other things, training in group work and presentation techniques or methods of project
work (e.g. time and cost planning).

Hypothesis 5. Stays abroad enable trainees to acquire intercultural competence as part
of the educational objective of TrPr. Intercultural competence is a special variety of social
skill. It is the ability to interact with people from foreign cultures in adequate and
effective ways. A distinction can be made here between a cognitive level (e.g. linguistic,
historical, geographical knowledge), an emotional level (e.g. empathy) and a practical
level (communication skills, etc.). As an element in the training of talented young profes-
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cyr — 63% (y cepenoBullli 6aHKiIB, TOPTOBEJbHUX MiAMPUEMCTB, CTPAXOBUX TOBAPUCTB)
npoty 37% y cepeAoBHUIL MPOMKUCIOBUX TiAPUEMCTB. Y cepeHbOMY HaBYAHHSI TPUBAE
npubau3Ho 18 MicsuiB. 3a3BUyaii MpaKTUKAHTU MPOXOAATh 4—5 OCBiTHIX piBHiB. HaliBax-
JIMBILI Te3U, MiATBEPAXKEHI JOCTIIXKEHHSIM, TaKi.

Tinomesa 1. Yyactb npsiMoro KepiBHuKa npaktukanrta y [1pIl mo3autuBHoO BIUIMBAE SIK
Ha 1tk comiamizamii I1pIl, Tak i Ha ¢daxoBy MeTy HaBUYaHHs. Benmmka (MOXIMBO, HaBiTh
Hai6inba) npodiaema g yenimHoi [Ipll — e yacoBe nepeBaHTaXKe€HHS BiIMOBIAHOTO
KepiBHUKA MpakKTUKaHTa. [IpakTUKAHTU TTiJ 4ac HaBYAHHS MOCTIMHO 3MiHIOIOTH (HaXoBi
nigpo3ainu. B igeani BinMmoBinHI KepiBHUKMU (haxoBUX MiApO3MiJiB MOBMHHI MaTU Yyac Ha
nepegaHHs MPaKTUKAHTOBI “HoOy-xay” i NHeMOHCTPYBaHHS MPUYMHHO-HACIiIKOBMX
3B’SI3KiB. Y UMCJIECHHUX eMITIpUYHUX JOCIIIIKEHHSIX BKa3yeEThCS Ha Opak vyacy y 6e3roce-
pPEeIHbOTO KEpiBHMKA SIK HAa CEpMO3HY Mpobjemy, 110 MepelIKokKae peaisallii Bigpasy
neKinbkox i3 3a3HauyeHux winei [Tpll. Ile ocobiuBo akTyaabHO 151 JOCSITHEHHS MOCTaB-
JIEHMX LIiJIeli HaBYaHHSI, TIpOTe 1 MepeJaHHs LiHHOCTel (MeTa collianizallii) 3aJMIIaeThCs
HenocskHUM. [1if yac mpoBeaeHHs LJIOro psiiy KOJIOKBiyMiB [71s1 0Ci0, BiIMOBiZaIbHUX 32
nposeaeHHs [pll, BUKpucranizyBanacs npuyrMHa BiACYTHOCTI yacy — B 3asiBKaxX Ha KaH-
IUAATIB i piyHMX 3aBAAHHSIX 1IiJ1i HABYaHHSI MpaKTUKaHTa a00 He 3HAaXOASITh Miclisl, ab0 OT-
PUMYIOTh JIMIlIe He3HauHY oLiHKY. Lls mpocra o6craBuHa 3arpoxye ycrixy [pll, i Takum
YUHOM € BaXXKJIMBUM KOMITOHEHTOM YIIPABIiHHS TAJIAHOBUTOIO MOJIONIIO Y IILJIOMY.

T'inome3sa 2. TloMiTHa yyacTh KepiBHULITBA Mignpuemctsa y [IpIl mo3uTuBHO BILIMBa€E
Ha JOCSITHEHHS 11 iMiakeBoi 1iTi. [T03UTUBHMIA BHYTPILIHIN iMiIX TOKpAIILy€e CIPUAHSTTS
IIpIl ycepenuni mignpuemctBa. Lle cnpuse ii miaTpumui 3 00Ky (axoBux KepiBHUKIB
Miapo3ainiB i JormoMarae mom’sIKIUTU IMPoOJeMH, BUCBITIIEH] B TimoTe3i 1. KepiBHUIITBO
IMIIIPUEMCTBA — II¢ Ta TpyIa JIFOICH, sIKa TOBTOCTPOKOBO TapaHTye came icHyBaHHS [1pIl.

Tinomesa 3. Ilporpama HactaBHMIITBA B pamKax [1pIl mo3UTUBHO BIIMBAE Ha JOCSIT-
HEHHS ii 30BHILIHBOI iMiAXKeBO1 1i1i. HaBuaHHS MiJ KepiBHULITBOM HACTaBHUKA HE OOMe-
KY€EThCS Jnile (haXOBUM 3MIiCTOM, a CKEPOBYEThCSI Ha HE(OPMaJIbHI CTPYKTYPHU SIK Y CTO-
CYHKaX, Tak i y BJAagHMX KabiHeTax, JoroMara€ JOCTyny A0 MEpeX i MiATPUMYE Mpolec
comiaizalii mpakTukaHTa. MoXJIMBO, caMe 4epe3 TaKi 3HailoMCTBa MPaKTUKAHT 3MOXKe
Kpallle OLIiHUTHU BJIACHI pe3y/IbTaTH Ta Ii3HATH CBili moTeHuian. TakuM YMHOM, 3a TIocepe/l-
HULITBOM HAaCTaBHULTBA Y MPUHIMII MOXHA JOCATTU peaitizauii aekinbkox uinei Ipll,
MPOTE CTATUCTUYHO NOBEeAEeHUI (DaKT, 1110 1Ie Ma€ MO3UTUBHUIA BIUIMB JIMIIE HA TOCITHEH-
H$I 30BHILLIHBOT iMiIXKEBOI LIiJTi.

Tinomesa 4. Pobora Han npoektoMm y [1pIl noOpe BrinBae Ha JOCSITHEHHSI METHU COLLi-
ajtizaliii, a TakoxX i1 paxoBuX i MeTogMuHUX 1ineit. [IpoekT MOXyTb OyTH HEBEJTMKMMU Ta
00MexXyBaTUCSI OKPEMUMU eTallaMi HaBYaHHS 1 MO3uLisIMU. Pifliie 1ie BeJMKUid MpOexT,
OB ’s13aHUI 3 iH(MOPMATUBHUM MepeOyBaHHSAM y Pi3HMX OpraHi3allilfHUX CTPYKTypax.
ITpoexT — 11e KOMIUIEKC 3aBIaHb, OOMEXEHU y yaci i CKepoBaHUI Ha TOCSITHEHHS YiTKUX
LiJIeil (IoTprMMaHHS YyacoBUX i (hiHAHCOBUX KPUTEPiiB, IKICHMX CTaHAApTiB). TakuM 4u-
HOM, HaBYaHHS MPaKTUKAHTa MPUB’SI3YETHCS O HEOOXiTHOCTI B3ITU Ha ce0e BilMmoBinaib-
HicTb. MeToanyHa 1IiJib HaBYaHHSI OXOIUTIOE BUBYEHHSI TEXHIK TPYIOBOi pOOOTH Ta Ipe-
3eHTalliil, a TAKOK METOIiB pOOOTH HaJl IPOEKTOM.

Tinomesa 5. TlepebyBaHHS 32 KOPAOHOM J03BOJIIE HAOYBATU MiXKYJIBTYPHOI KOMIIE-
TEHTHOCTI B paMKax AOCSTHeHHsSI HaBuaibHuX wisiedl [Ipll. MixKyabsTypHa KOMIIETEHT-
HiCTh — 1l ocoOnuBa ¢opMa COLiaIbHUX 3AiOHOCTEl, a camMe BMiHHSI OOMEXEHUM Ta
e(eKTUBHUM CITOCOOOM iHTErpyBaTUCS 3 JIIOABMU iHIIOTO COLIOKYIBTYPHOTO MOXOMXKEH-
Hs. TyT MOXHa MPOBECTU Pi3HUIIIO MixXK KOTHITUBHUM (HAIIPUKIIA, JiHTBICTUYHUM, iCTO-
PUYHUM, TeorpacdiyHMM 3HAHHSIM) eMOLIIMTHIM (€MIIaTisd) i MPaKTUIHUM piBHEM (HaBUY-
KU CIJIKYBaHHS Ta iH.). Takuii BaXJIMBUI €JEeMEHT Y HaBYaHHI MOJIOAUX TaJaHTIB, SIK
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sionals that is continuously growing in importance, intercultural competence is best
acquired through stays abroad — provided these are designed such that they actually allow,
or indeed enforce, maximally intensive exchanges with the host culture.

Hypothesis 6. Integrating TrPr within corporate HR development is conducive to
retaining participants in the company for a prolonged period of time after completion of
the TrPr, and thus to achieving a sustainability objective. Integration of TrPr within
comprehensive HR development schemes is often regarded as more or less a matter of
course. However, true integration comprises a wide range of measures: early information
on career and further education opportunities, continued mentoring after completion of
the programme, regular assessment applying the same system that is used in the company’s
leadership development programme, integration of trainees in real teams and corporate
project groups, personal commitment on the part of the company’s top management for
the TrPr and its continued existence.

Over the past decades, a massive amount of know-how with regard to the intricacies
of TrPr as a talent management tool has been gathered in the German-speaking world. In
other world regions, however, the huge potential of TrPr as a corporate talent manage-
ment tool remains to be exploited. Last but not least, the pedagogical role of TrPr and
their place in the broader educational and economic context are worth considering.

1. University graduates, particularly those in business administration and economics,
tend to be capable, but not quite ready yet for entering the profession. Tailor-made forms
of supplementary training at and by employers are required. In a sense, a TrPr is a dual
educational programme where theory-centred university courses are followed by more
strictly regimented corporate training.

2. In German-speaking Europe, TrPr have by now been opened to graduates from so-
called universities of applied sciences (UAS), i.e. institutions of higher education for
people who have first completed an apprenticeship. On graduation from a UAS, usually
with a bachelor degree, the great majority of students start their professional career. It is
also possible, however, to go on studying for a master’s degree, either at the UAS or at re-
gular universities. This means that there is no need for a high percentage of an age-group
to strive directly for tertiary education through one or another kind of purely theoretical
university admission qualification (as is the case with most countries outside German-
speaking Europe). As a rule, employability is considerably improved where such alternative
educational paths exist. There is reason to assume a causal link here with the relatively low
youth unemployment numbers in the German-speaking world.

3. Currently, developments are underway towards “dual study programmes”: university
students are formally employed by companies while studying for a bachelor or master’s
degree, where the academic courses include project and transfer work to additionally
increase practical relevance. Steinbeis University in Germany is one example institution
that has been collecting a lot of experience with this kind of programme for which it
cooperates with renowned employers such as Daimler or Bosch.

4. The German-speaking countries are very much export-oriented and home to
many international companies. Accordingly, stays abroad as an integral part of TrPr have
grown in importance in recent decades. Where participants in trainee programmes do part
of their training in foreign subsidiaries, this not only improves their intercultural compe-
tence; it may also contribute to corporate know-how export, thus enabling companies
to benefit far beyond the immediate purposes of an established tool for fostering and
managing talent.
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MiXKYyJIETYpHA KOMIIETCHTHICTh, HAallKpallle MOXHa OCBOITH IIPOTATOM IIepeOyBaHHS 3a
KOPIIOHOM, SIKIIIO NOTPUMAHO TMepeayMOBYy — IIe TepeOyBaHHSI MOOyqoBaHE Tak, IO
YMOXJIMBIIIOE (200 HaBiTh 3MYLIYE) 1O SIKOMOTa iHTEHCUBHILIOrO OOMiHY 3 KYJBTYPOIO
KpaiHu repeOyBaHHSI.

Tinomesa 6. Interpauis IpIl y cucreMy po3BUTKY NEPCOHATY Ha MiANPUEMCTBI JOITO-
Marae sikoMora JO0BIlIe YTPUMYBATH MpaKTUKaHTa Ha MiANPUEMCTBI ITicas 11 3aBepIlIeHHS,
1110, Y CBOIO Yepry, J03BOJISIE JOCITTU TaKOi MeTH, K eeKTuBHicTb. 3anydyeHHs [Ipll mo
BCEOXOTUTIOIOUOI CUCTEMU PO3BUTKY TIEPCOHAITY AyXKE YaCTO CIIPUAMAETHCS K 30iiiCHEHHU
daxkr. [1poTe iHTerpallisi MOB’si3aHa 3 BEJMKOIO KiJIbKICTIO 3aX0/IiB; BYUaCHE JEMOHCTPYBaH-
HSI Kap’€pHUX MOXJIMBOCTEH i 1IaHCIB, OTpUMAaHMX Bil MiABUILEHHS KBamidikauii, mim-
TpUMKa HACTaBHUIIbKMX BiZHOCHUH Tmicast 3aBepuieHHs1 [Ipll, perynsipHe ouiHIOBaHHS
MpakKTUKaHTa 3a JOITOMOTOI0 CHCTEMU OLIIHIOBAHHS AJIs1 PO3BUTKY KEPiBHUX KaapiB, iHTe-
rpauist mpakTUKaHTa B peajibHi KOMaHIM Ta MPOEKTHi rpynu Ha MiANpPUEMCTBI, ocoducTa
y4yacTbh KepiBHULTBA MinnmpueMcTBa B nisuibHOCTI [IpIl Ta ii 6e3rnepepBHUIA CynpoBi.

YV HiMeLIbLKOMOBHOMY MPOCTOPi 3a OCTaHHI AECITUJIITTS HANpalbOBaHO 0araTo 3HaHb
npo peanizauiio IIpll K OCHOBHMII iHCTPYMEHT yIpaBliHHSI TaTaHOBUTOIO MOJIOIIIO.
Y BcboMy CBITi iCHY€ 3HAUHMI MOTEHLia IJid po3npeHHs MmoxkianuBocTeii [1pIly pamkax
yIOpaBJliHHS TaJlaHTaMM Ha MiAMPUEMCTBI. TakoxX He MOXHa BMUITyCKaTH 3 yBaru i rema-
TOTiYHY POJib “TIPaKTMKAHTCHKUX Tporpam”, ix JoKaiizaliio B MOAAIbLIOMY HaBYaJIbHO-
MOJITUYHOMY Ta EKOHOMIYHOMY KOHTEKCTI.

1. BunyckHMKM BUILIMX HaBYATbHUX 3aKJ1a/liB, OCOOIMBO EKOHOMIUHUX CrellialbHOC-
Tei, MicJis 3aBeplIeHHs] HaBUYaHHS B LIJIOMYy 3[aTHi, aje 1e He rOTOBi J0 mpodeciiiHoi
nistmbHOCTI. HeoOxigHo mpoBecTH 10JaTKOBe crieliiaibHe HaBYaHHSI, CKepOBaHe Ha MoTpe-
ou minnpuemcrtBa. ¥ koHTekcTi [Ipll ineTbcs mpo mocaigoBHY nyamiCTUUHY KOHLEIIIIIO,
3TiIHO 3 SIKOIO TTiCJIst 3400y TTSI 3aCHOBAHO1 Ha TeOopii BUILIOT OCBITU Ma€ BiIOyBaTUCS CTPYK-
TypoBaHe HaBYaHHS Ha MiAPUEMCTBI.

2. ¥V nimenbkoMoBHOMY mipocTopi [IpIl € BinkpuTuMu i AJ1s1 BUMYCKHUKIB BULLIUX TPO-
deciitHO-TeXHIYHUX HaBYATbHUX 3aKjaaiB. J1o BULIUX MpodeciiiHO-TeXHIYHUX HaBYaTbHUX
3aKiaaiB (BUIIMX HaBUAJbHUX 3aKJIadiB MPUKIaIHUX HAyK) BCTYNalOTh OCOOU, SIKi crioJaT-
Ky 3000yBatoTh mpodeciiiHy ocBiTy. BaxIMB1UM € MPUHLIMIT JOCTYITHOCTI Ta Mpo3opocTi. To-
My OLIBILICTh MOJIOI TTiC/IsI OTPUMAaHHS aTecTaTa Ipo CEPeIHIO OCBITY He TTOBMHHA Biapasy
BCTYIIaTH 0 YHIBEPCUTETIB (SIK 1LI¢ MPUITHATO B 0araTbox KpaiHax 3a MexaMU HiMeLIbKOMOB-
HOTO MPOCTOPY), OCKIJIBKU iCHYIOTh aJI-TEPHATUBU, 3aBASIKUA SIKUM TOCUIIOETHCST TIPUCTO-
COBaHICTh A0 MOTPed pUHKY Tpali. MoxXHa MPUMyCcTUTH, 1110 iCHYE TPUUUMHHO-HACIIAKO-
BUIi 3B’S130K 3 HU3bKUM PiBHEM 0€3pO0iTTS B HiMELIbKOMOBHOMY MPOCTOPi.

3. Tum yacoMm MofaiablIUi PO3BUTOK iIe¢ B HATPsSIMi AyaJdiCTUYHOI BUILIOI OCBITH: i
yac CBOTO OCHOBHOI'O HAaBUaHHS CTYOEHTU (pOpMabHO 3aliHATI Ha MiANPUEMCTBI i Mapa-
JIeJIbHO 3aBepIlyIOTh HaBYaHHS 3a 0aKaJaaBpChKOI0 a00 MaricTepchbKolo rmporpamoto. Le no-
3BOJISIE HAOYTH MPAKTUYHOTO JOCBIiAY 3a MOCEPEAHULITBOM Y TTPOEKTHUX 1 TpaHC(EPHUX PO-
ootax. Hanpuknan, suiiomy HaBuyaibHOMYy 3akiany “llTaiin6aiiz” (ITytrapt — bepnain)
3a JIOMOMOTOIO LIi€T KOHLEMIIii BAaJocs Ha0yTHU 3HAYHOTO aBTOPUTETY — BiH CITiBIIPALIIOE 3
TaKMMU BiToMUMU poboTogaBLsiMu, sk Daimleri Bosch.

4. HiMe1IbKOMOBHI KpaiHM € €KCIIOPTOOPIEHTOBAHMMMU i BUCTYMAlOTh 623010 17151 6ara-
ThOX MixkHapogHuX KoMnaHiil. Tomy st IpIl nepeOGyBaHHs 3a KOpAOHOM HaOyBae neaati
OiJIbILLIOro 3HaUCHHS. AKIIO MPaKTUKAHTU MPOXOAUTUMYThb YaCTMHY HaBYaHHS Ha TOYipHiX
MiJPUEMCTBAX 32 KOPJOHOM, TO BOHU MOKPAILATH HE TLTbKU CBOIO MIXKKYJIBTYPHY KOMIIE-
TEHTHICTb, aJie i1 3po0JISITh BHECOK B €KCIIOPT “HOY-Xay” 3a MocepeIHULITBOM MepeBipeHol
KOHUEMLI1 MiATPUMMKN MOJIOAMX TaJIaHTiB.
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