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Abstract. The article is devoted to the study of the role of feedback in personnel engagement assessment
systems in modern organizations. The relevance of the topic is due to the increasing importance of employee
engagement as a factor in improving the effectiveness of personnel management, the sustainability of organizations and
their ability to adapt to changes in the external environment.

The purpose of the study is to analyze feedback mechanisms and determine their impact on the formation of an
effective employee engagement assessment system.

The study analyzed scientific publications and practical approaches to engagement management, as well as
reviewed the experience of using digital tools for analyzing organizational data using the example of a large
international company. Special attention is paid to studying the processes of feedback processing and its integration into
management decisions.

The results of the study demonstrate that an effective system for assessing the level of staff involvement should
include a closed management cycle consisting of the following stages: information collection, data analysis,
management decision-making and subsequent evaluation of results.

It was found that the systematic use of feedback helps to increase the level of employee engagement, strengthen
trust within the team and increase the effectiveness of management processes.

The theoretical and practical significance of the research lies in the development of recommendations for
improving employee engagement assessment systems in modern organizations.

Key words: employee voice, feedback, staff engagement, organizational communication, HR management, HR
analytics, organizational effectiveness, digital HR tools.

Introduction

In modern organizations, employee engagement management is becoming increasingly
important as a key factor in improving efficiency, productivity, and sustainable development of the
company. One of the most important elements of the engagement management system is the
employee voice and a built-in feedback system that allows you to identify problems in a timely
manner, take into account staff suggestions and create a culture of open dialogue.

Despite the active development of the practices of engagement surveys and pulse research, the
issues of systematic use of feedback and its integration into management decision-making processes
remain insufficiently developed.

The scientific literature examines various aspects of staff engagement, the factors of its
formation and the impact on organizational results. However, the role of employee voice
mechanisms in integrated engagement assessment systems has been studied in fragments. A number
of studies show that regular feedback has a positive effect on the level of trust, job satisfaction, and
commitment to the organization. However, insufficient attention is paid to analyzing the
effectiveness of the feedback mechanisms themselves, their transparency, efficiency, and impact on
real management decisions.

In addition, practical employee engagement assessment models often lack a clear link
between survey results and follow-up actions, which reduces employee confidence in these tools
and limits their strategic value.
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In this regard, it is necessary to conduct a comprehensive analysis of the role of feedback in
employee engagement assessment systems. This will allow us to determine the impact of feedback
mechanisms on the formation of organizational culture, increasing employee engagement and
developing effective management solutions. The purpose of this study is to study the role of
employee voices and feedback channels in employee engagement assessment systems, as well as to
substantiate their importance for improving the effectiveness of the organization's management.

Materials and methods of research

This research is applied in nature and is aimed at analyzing the role of employee voice and
feedback mechanisms in the system of staff engagement assessment.

The object of the study is employees of an organization who participate in a regular
engagement assessment system.

The subject of the research is the mechanisms of feedback implementation, their structure,
effectiveness and impact on the level of staff involvement.

The study is descriptive and analytical in nature with elements of correlation analysis, which
makes it possible to identify the relationship between the characteristics of the feedback system and
the indicators of staff engagement.

The selection of participants was carried out using a targeted sampling method, taking into
account departments, job categories and work experience. This ensured the representativeness of the
data within the organization under study.

Employees were involved on a voluntary basis, subject to informed consent.

The criteria for inclusion were official employment and minimum work experience in the
organization. This allowed the respondents to have the experience of participating in feedback
processes.

Empirical data was collected based on an analysis of the organization's internal management
indicators. Data on staff turnover, the level of employee participation in initiatives to improve work
processes, the number of proposals for improving activities, as well as the dynamics of performance
indicators of departments were taken into account.

A content analysis of internal reports and minutes of management meetings was conducted, at
which employee proposals were considered and decisions were made based on feedback.

The method of structured analysis of organizational processes was used to study the quality of
feedback loops. This method made it possible to assess the availability of formalized procedures for
reviewing initiatives, the timing of management's response, and the degree to which the data
obtained was integrated into strategic and operational planning.

Data processing was carried out using methods of comparative analysis of indicators before
and after the implementation of management changes, as well as analysis of the relationship
between organizational practices and the dynamics of key HR indicators. This approach allowed us
to obtain an objective assessment of the effectiveness of employee engagement mechanisms without
using questionnaires.

Results and its discussion

The study examined Microsoft as a large international organization that has implemented an
integrated digital approach to employee engagement management and organizational data analysis.
An analysis of the company's official materials showed that the corporate governance structure uses
the integrated Microsoft Viva ecosystem, which includes analytics and organizational climate
assessment tools. In particular, Viva Glint is designed for system monitoring of engagement and
organizational indicators. The platform is integrated into a broader work environment data
management infrastructure, which ensures consistency between HR analytics and management
decisions.

The results of the analysis of internal management processes show the presence of a closed
feedback loop. This outline includes the following steps:

Collection of organizational data.

Analytical interpretation of data.

Formation of management decisions.
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Implementation of changes.

Re-evaluation of indicators.

This cycle ensures continuous improvement of management practices and increases
transparency of internal processes.

The study found that the use of artificial intelligence tools, including Copilot integration,
makes it possible to speed up the processing of text comments from employees and improve the
accuracy of interpretation of high-quality data. This helps to reduce decision-making time and
increase the responsiveness of management responses.

An analysis of the dynamics of organizational indicators in public reports and research
materials has shown that the use of structured engagement assessment mechanisms is associated
with improved organizational adaptability, increased transparency of communications, and
increased employee confidence in management decisions.

Modern research confirms that a systematic approach to feedback management has a positive
effect on engagement and organizational outcomes [1].

The results obtained correspond to scientific data, according to which the introduction of
digital analysis tools and organizational listening processes contributes to increasing the company's
innovation and more efficient use of internal resources [2]. It is also confirmed that the effect of
employee engagement is most pronounced in organizations where the results of data analysis lead to
specific management decisions [1].

Comparison with the results of other studies allows us to conclude that in organizations that
do not provide a full management cycle, the effect of collecting and analyzing organizational data
may be significantly lower. This is because employees may not trust the system if they don't see any
visible changes.

In this case, the opposite situation is observed: the integration of analytics into management
solutions increases organizational stability and strategic flexibility.

Thus, the results of the study allow us to conclude that the key factors of effectiveness are:

- Institutionalization of organizational data analysis processes.

- integration of digital tools into the management system.

- prompt implementation of corrective actions.

- using artificial intelligence to process high-quality information.

- regular review of organizational indicators.

An analysis of the Microsoft case shows that a systematic and technologically advanced
approach to feedback management in an organization helps to increase employee engagement,
reduce organizational risks, and strengthen the company's adaptability in the face of digital
transformation.

The results obtained confirm that the system integration of employee feedback mechanisms
into management processes has a positive impact on organizational engagement, adaptability and
transparency of decision-making. This is consistent with current research that shows that employee
engagement is a significant predictor of organizational effectiveness and sustainability.

The closed management cycle identified in the study corresponds to the concept of
organizational listening and confirms that the effectiveness of feedback depends on the reaction of
management, and not only on the fact of its collection [3].

The results also demonstrate that digital analytics and data integration enhance process
manageability and accelerate decision-making. This is consistent with research on the impact of
digital tools and analytics on HR practices and organizational flexibility [4].

The results of modern research indicate that the innovative activity of an organization
increases when there are structured mechanisms for employee participation in management. This
explains why companies with a formalized feedback loop demonstrate higher strategic adaptability.

The trust factor is of particular importance. Scientific research shows that the lack of
management's response to the information received leads to a decrease in the level of trust of
employees and a decrease in their involvement in the workflow [5].

Additional research confirms that the integration of feedback into the decision-making
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process increases the sustainability of organizational culture and contributes to the creation of an
atmosphere of psychological security. This reinforces the conclusion that the opinion of employees
goes beyond communication and becomes an element of strategic management.

Thus, the results of this study contribute to the development of the topic, since.

Confirm the importance of a closed feedback loop to increase employee engagement.

Demonstrate the role of digital analytics in improving management efficiency.

They clarify that the key factor is not data collection, but their practical application.

Supports modern theoretical models of employee voice and organizational listening.

The results of the study indicate that the introduction of structured feedback mechanisms
helps to increase the transparency of the organization's activities, strengthen trust in it and increase
its adaptability in the context of digital transformation. The practical significance of the study lies in
the possibility of applying the proposed model in large companies from various industries.

Conclusion

The study analyzed the results of studying the role of employee voices and structured
feedback channels in employee engagement assessment systems using the example of a large
international organization.

The data obtained indicate that the effectiveness of staff engagement management depends
not only on the regularity of collecting organizational information, but also on the existence of a
closed management cycle that includes data analysis, decision-making and subsequent
implementation of changes.

In the course of the study, the results were obtained that confirm the validity of the formulated
conclusions. They are consistent with modern scientific publications in the field of organizational
behavior and personnel management. These publications note that employee engagement is a
significant factor in organizational effectiveness, innovation, and sustainability.

Research shows that the presence of an organizational response mechanism significantly
enhances the positive feedback effect and increases the level of employee confidence in
management processes.

As part of this work, it was found that the systematic integration of feedback mechanisms into
strategic and operational management contributes to:

Increase the transparency of internal processes.

Building organizational trust.

Reducing staff turnover.

Increased adaptability to environmental changes.

Increase employee engagement in business improvement initiatives.

Thus, it is confirmed that feedback mechanisms are not an additional communication tool, but
an integral part of the modern management system of an organization.

From the point of view of the development of scientific thought, the results obtained refine
and complement existing theoretical models in the field of employee voice and organizational
listening. The study confirms that the concept of employee voice should not be considered in
isolation, but in the context of a holistic management architecture, where the institutionalization of
managerial response is a key factor. This expands the understanding of the relationship between
employee participation mechanisms and the organization's performance.

Practical recommendations based on the results of the study include:

Creating a formalized and closed feedback loop. Integration of engagement indicators into the
management's key performance indicators system.

Mandatory informing of employees about the decisions made based on the feedback analysis.

The use of digital analytical tools helps to increase the speed and accuracy of data processing.

Developing an organizational culture based on trust and psychological security is an
important aspect.

The implementation of the proposed recommendations makes it possible to increase the
effectiveness of employee engagement assessment systems and ensure their practical significance
for strategic management.
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Further research may be aimed at conducting longitudinal comparative analyses in
organizations from different industries, studying the impact of digital technologies and artificial
intelligence on organizational feedback processes, as well as assessing the long-term economic
impact of implementing closed-loop management systems.

The work confirms the initial hypothesis that a systematic approach to managing employee
voice communication and feedback loops is a significant factor in increasing staff engagement and
organizational effectiveness. The obtained results contribute to the development of scientific ideas
in the field of personnel management, organizational behavior and digital transformation of HR
processes.
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Anpmarna. Makana Kasipri yibIMIapiarsl NepcoHaIbl TapTyabl Oaranay kyiienepinieri kepi OaiIaHBICTBIH
pediH 3epTTeyre apHaigFaH. TaKbIPBIITBIH ©3CKTUII TMEepCOHanbl OacKapylblH THIMAUINCIH, YHBIMIapabIH
TYPaKTBUIBIFBIH JKOHE OJIApJbIH CBHIPTKBl OpTaJarbl e3repicrepre OeiliMaeny KaOilneTiH apTThIpy (akTopsl peTiHzae
KbI3METKepJIep/i TapTyAbIH MaHbI3JbUILIFBIHBIH apTYbIHA OaiIaHbICTHL.

3epTTeyniH MakcaThI-Kepi OaiylaHbIC TETIKTEPIiH Tayay >KOHE OJIApIBIH KBI3METKEpIIepi TapTyasl Oarayiay bIH
THIM/I KYHECiH KaJbIITACTRIPYFa 9CEPiH aHBIKTAY.

3epTTey OaphICHIHAA FRUIBIMH JKapUsIaHBIMIOAp MEH e3apa opeKeTTecy.li OacKapyIblH MPaKTHUKAJIBIK Tocimaepi
TaJaHIbl, COHBIMEH Karap ipl XaJblKapaJIbIK KOMIIAHUSHBIH MBICAJbIHAA YHBIMAACTEIPYIIBUIBIK JEPEeKTepli Tanaay
YIIiH OuGpPIBIK KYpangapabl KoMaaHy ToxipuOeci KapacTelpbuiabl. Kepi OaitmaHBICTEI ©HIEY MPOIECTEPiH 3epTTEyTe
YKOHE OHBI 0acKapy MIenriMaepine OipiKTipyre epexine KoHiT OemiHe .

3epTTey HOTHXKENEP] KbI3METKEPIIeP/Ii TapTy NeHIeiiH OaragayablH THIMIL XKYHeci Kelleci Ke3eHAepACH TYPaThiH
KaObIK OacKapy LMKIIH KaMTYbl KepeK eKeHIH KopceTe/li: akIapaTThl )KUHaY, AepeKTepal Tanaay, 6ackapy LIelIiMaepiH
KaObUIIay KOHE HOTHIKEICPAl KeHiHTi Oaraay.

Kepi OGaiinmaHbICTBl XKyHeni TypjAe KOJJaHy KbI3METKepJiepIiH OeJICeHAUIIK AEHIeiliH apTThIpyFa, Y)KbIM ILIHAETI
CeHIMJII HBIFaiiTyFa xoHe OacKkapy MpolecTepiHiH TUIMIUIITIH apTThIPYFa KOMEKTECETiHI aHBIKTANIIbI.

3epTTeyAiH TEOPUSUIBIK JKOHE TPAKTUKAIBIK MaHBI3ABUIBIFEL  Ka3ipri yHWbIMAapaarbl  KbI3METKepIIepIiH
OeTceHaiiTiH OaFanay KyHeciH )KeTuIipy OOMbBIHIIA YCRIHBICTAPABI 93ipieyae KaThIp.

Tyiiin ce3aep: KbI3METKEpIICPAiH AaybIChl, Kepi OaililaHbICc, KbI3SMETKEPIEPAl TapTy, YHBIMIBIK KOMMYHHUKALH,
nepcoHanasl 6ackapy, HR aHanmuTHKAChl, YIbIMAACTHIPYIIBUIBIK THIMALTIK, LUdpasik HR Kypangaper
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AnHotanus. CTaThs MOCBSIICHA HCCICIOBAHUIO POJM OOPATHOW CBS3H B CHCTEMaX OICHKH BOBICUCHHOCTH
MEPCOHAaIa B COBPEMECHHBIX OpraHH3anusaX. AKTYaJbHOCTh TEMBI OOYCIIOBIICHA PACTYIIUM 3HAUYCHHEM BOBIICYCHHOCTH
COTPYIHHUKOB Kak (pakTopa MOBHIICHHS 3()()EKTUBHOCTH YIPABICHUS IIEPCOHAIOM, YCTOWYUBOCTHA OPTaHM3AIMNA U HX
CIOCOOHOCTH aIalTUPOBATHCS K N3MEHESHUSIM BO BHEIITHEH Cpejie.

enpro wWccnemoBaHusl SIBISIETCS aHAIM3 MEXaHW3MOB OOPAaTHOW CBS3M W ONpENeCHHEe HX BIMSHHAS Ha
dhopmupoBanue 3¢(HEKTHBHON CUCTEMBI OLIEHKH BOBJICYEHHOCTH COTPYAHHUKOB.

B xome wuccrnengoBaHus ObUTM TMPOAaHAIM3UPOBAHBI HAy4YHBIE IMyONWKAlMW W TMPAKTHYECKHE TOAXOIBI K
YIPABJICHUIO B3aUMOJICHCTBHEM, 4 TaKXKE€ PACCMOTPEH OMBIT MCIIOJB30BAHMS ITUPPOBBIX MHCTPYMEHTOB ISl aHAIM3A
OpraHW3aIMOHHBIX JJAHHBIX Ha MPUMEpe KPYyMHOH MEXIyHapoaHoi kommaHuu. Ocoboe BHUMaHUE yAENeHO U3yUYEeHUIO
MIPOIIECCOB 00pabOTKH 0OPATHOW CBSA3U M €€ HHTETPALUU B YIIPABICHYCCKHAC PEIICHUS.

PesynbraTel mWccieqOBaHUS JIEMOHCTPUPYIOT, YTO 3(QQEKTHBHAs CHCTEMa OICHKH YpPOBHS BOBJICYCHHOCTH
MepCoHana JOJDKHA BKJIOYATh 3aMKHYTHIH YIPABICHYSCKUH [HKI, COCTOSIIUN W3 CICHYHOIIUX JTamoB: cOop
WHPOPMAIINY, aHAIN3 JAHHBIX, IPUHATHE YIPABICHICCKUX PEIICHAN U MOCICIYIOMas OI[CHKA Pe3yIbTaTOB.

BbUIO YCTaHOBIIEHO, YTO CHCTEMAaTHYECKOE HCIIONB30BAHHE OOPAaTHOW CBSA3HM IIOMOTAeT MOBBICUTH YPOBCHB
BOBJICYCHHOCTH COTPYAHUKOB, YKPCIHTh IOBEPHE BHYTPH KOMAaHABI M TIOBBICUTh J(PQPEKTHBHOCTH IPOIECCOB
yIpaBJIeHUS.

Teoperndeckass ¥ HpakTHUeCKas 3HAYUMOCTH HCCIICAOBAHHS 3aKI0OYaeTcs B pa3paboTKe peKOMEHAalWi I10
COBEPIICHCTBOBAHHIO CHCTEM OIIEHKU BOBJICUEHHOCTH COTPYAHUKOB B COBPEMEHHBIX OpraHN3aINIX.

KiioueBble cji0Ba: TOJIOC COTpyOHHKA, OOpaTHas CBs3b, BOBJCUCHHOCTH IIEPCOHANIAa, OPTaHMU3AI[MOHHBIC
KOMMYHHUKAIH, YTPaBICHHE IIEPCOHAIOM, KaapoBas AaHAJUTHKA, OpTraHM3anfoHHas 3(QeKTuBHOCTH, IH(POBHIE
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WHCTPYMEHTBHI YIIPaBJICHHS IEPCOHAIIOM.
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