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Abstract  

 
This article deals with the topical issues of building a talent management system in a modern organization and analyzes the 
singularities of the formation of a talent management system. It is concluded that building and using the human resource 
capacity of employees in a modern organization in the market conditions is a set of processes, which are challenging by the 
organization and management approach and are affected by numerous factors. The human resource capacity is built and used 
based on a number of specific principles and requires studying in order to improve the organization of labor and production in 
the conditions of acute competition between enterprises. The article discusses the “human resource management,” “human 
resource capacity,” “talent management system” concepts. The principles of a talent management system formation in an 
organization, which take into account the connectivity of employees and the organization’s interests, are suggested. The 
tactical and strategic lines of development of the talent management system of an organization were developed. The tactical 
line assumes the implementation of the current human resources-related functions of the management. Strategically, it is 
focused on the general achievement of the organization’s goals. The article reveals the essence of the rational use of the 
organization’s staff, which consists in full implementation of the capacity of each employee of the organization, in making the 
labor more creative and meaningful, in the improvement of the professional qualification of the employees, taking into account 
its comprehensive motivation and appropriate assessment of the contribution of each employee to the operating results. It also 
proves the necessity of creating such a system, which would optimally combine the subsystem of formation and the subsystem 
of utilization and development of the human resource capacity.  
 

Keywords: human resources, human resource management, human resource capacity, talent management system 
 

 
 Introduction  1.

 
One of the priorities of the country’s development is the modernization of the economy, which would provide the growth of 
labor productivity, the removal of obsolete equipment from the fixed assets, the increasing usage of advanced 
technologies, and more. However, no modernization is possible without qualified personnel and specialists who would 
solve these problems.  

Human resources management is one of the most important functions of any organization, and this aspect 
becomes of particular importance in the modern circumstances of the market economy. Staff motivation, labor 
productivity, and, consequently, the profits of the enterprise depend on how the management conducts the personnel 
policy. The transition to modern, innovative technologies in the field of personnel management is impossible without the 
effective use of the potential that every employee has. Today, insufficient attention is paid to the analysis of the personnel 
policy and efficient use of the talent pool of organizations.  

To operate effectively, an organization needs to invest not only in the production and management, but also in 
human resources. Economic difficulties force us to revise the theoretical approaches to the utilization of the talent pool of 
organizations. Therefore, one of the main tasks at the current stage is to find ways to improve the talent management 
systems of organizations.  

In this regard, it seems reasonable to study comprehensively the human resource capacity, the problems of its 
development, the assessment of the current state, and the development of proposals to elaborate a talent management 
system.  
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Experience in talent management at organizations is considered in the works of foreign scientists, such as G. 
Ivantsevich, M. H. Mescon, M. Albert, F. Khedouri, R. Mahr, H. Schmidt, etc. The basic ideas of the theory of human 
capital were set out in the writings of G. Becker, J. Mincer, T. Schultz, etc. The issues of talent management were 
approached by Russian scientists, such as V. V. Adamchuck, V. G. Afanasyev, V. R. Vesnin, A. P. Volgin, L. S. Degtyar, 
A. Ya. Kibanov, I. S. Maslova, Yu. G. Odegov, V. T. Pulyaev, L. S. Chizhov, etc. They investigated the theoretical and 
applied problems of personnel management optimization, formation of a personnel management system in industrial and 
other organizations.  
 

 Literature Review 2.
 
Most Russian and foreign authors consider the concepts “human resource capacity” and “human resources 
management” only in connection with each other, since only the skillful management can ensure rational use of human 
resources and effective performance of an organization in a highly competitive market (Travin, 2009). 

Human resources management is a multifaceted and complex process, which has its own specific features and 
regularities. Human resources management is understood as a purposeful activity of the enterprise management, 
managers and specialists of human resources departments, which involves the development of the concept and strategy 
of human resources policy, the principles and methods of human resource management (Zhukov, 2005). In practice, it 
consists in the formation of a human resources management system, personnel management planning, development of 
human resources management plans, marketing of the enterprise personnel, and defining the human resource capacity 
of the enterprise.  

However, human resources are, above all, the people who have a set of individually typical qualities and features, 
amongst which the social and psychological ones play a crucial role. Therefore, the subject of human resource 
management are the relations of employees in terms of the most complete and effective utilization of their capacity in 
terms of the enterprise’s operation. The main objective of human resource management in modern conditions is to 
combine effective training of the personnel, qualification upgrade, and labor motivation to develop the employees’ skills 
and encourage them to work with high quality. 

One of the interpretations of the “capacity” concept is its consideration as a source of capabilities and means that 
can be activated and used to solve a problem or achieve a particular purpose of the organization. 

Human capital is the knowledge, skills, and motivations that anyone has. Investments in human capital are 
education, accumulation of work experience, health security, geographical mobility, and information retrieval (Isachenko, 
2013).  

The organization’s human resource capacity in the broadest sense is the knowledge and skills of employees, 
which can be used by the enterprise to gain profit and achieve a social effect. The human resource capacity can be seen 
in a more narrow sense—as a temporary free or reserve jobs that could potentially be occupied by specialists as a result 
of their development and training. Talent management should help order the personnel, maintain its quality, improve and 
develop it. 

Human resource capacity of an organization is a generalized (quantitative and qualitative) characteristic of the 
personnel as one of the types of resources, related to the implementation of its functions and the achievement of long-
term development goals of the organization; the existing and potential capacity of employees, as an integrated system, 
which are and can be used at a certain moment. 

In turn, the difference between “personnel” and “human resource capacity” was emphasized by N. P. Belyatsky, S. 
E. Veselko, P. Reusch, A. Y. Kibanov and others. They believed that while “personnel” is the total of employees of certain 
professions and specialties, levels of training and education, the human resource capacity includes not only the 
personnel, but also a certain range of opportunities of this group of employees in the implementation of targeted actions 
arising from the problems of functioning and development of the system (Belyatsky, 2002; Kibanov, 2010). The 
organization’s human resource capacity depends on the capacity of the personnel of the organization, but it is not just 
their sum. It has the property of integrity, fundamentally different from the properties inherent to the capacity of each 
employee individually. 

The view of T. V. Berglezova who explored the features of the human resource capacity in the industry is close to 
this concept. In her view, the main difference between these two closely related concepts is that personnel, in particular, 
is full-time employees performing specific duties. And the human resource capacity significantly exceeds the number of 
people employed in the industry. The human resource capacity includes all working and not working people who can 
perform certain functions according to their education, experience, and qualifications, but for various reasons are not 
engaged in the system or engaged not in accordance with their level of education and qualification (Berglezova, 2005). 
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Thus, though the category of “human resources” gives the idea of the professional and qualification features of 
employees, it essentially discloses only the static side of the properties and qualities inherent in this category. It does not 
reflect the diversity of dynamic attributes, such as mobility of personnel, ability to solve certain professional tasks. The 
category “human resource capacity” is more acceptable for these purposes. 

V. A. Dyatlov and V. T. Pikhalo defined human resource capacity as “a set of abilities of all people who are 
engaged in the organization and fulfill certain tasks. Human resource capacity is contained in those functions that the 
employee performs as a professional and by virtue of his skills, knowledge, and experience can ensure the effective 
operation of production” (Dyatlov, 2010). 

Thus, we can state that human resource capacity is a general characteristic of abilities and capabilities of the 
organization’s employees who have certain qualifications, have passed preliminary vocational training, have special 
knowledge, skills, and experience in a certain field of activity, and can effectively carry out their functions and provide 
certain economic performance in line with current and future goals of the organization (Maslov, 2009). 

The parameters or characteristics of the human resource capacity can be classified as follows (Kuzmina, 2004): 
• The psycho-physiological capacity (the abilities and inclinations of a person, his/her health, performance, 

endurance, etc.);T 
• The qualification capacity (the volume, depth, and diversity of knowledge and expertise, labor skills that 

determine the ability of the employee to certain work of certain complexity); 
• The personality potential (the level of civic consciousness and social maturity, the degree of employee’s 

knowledge of labor attitude standards, value references, interests, needs, and demands in the labor field, 
based on the hierarchy of needs). 

Personal characteristics of an employee form a separate group of internal factors of the formation of a talent 
management system. The most important of these characteristics usually are: 

• Motivation to work. An important function of human resource management is the attraction and development of 
such personnel who would fully meet the requirements of the organization. For this purpose, a system of 
external influences on the behavior of workers should be developed, which would allow to making full use of 
their potential. Comprehensive application of a variety of economic, social, and socio-psychological stimuli, 
their short impact on different groups of employees allow achieving their positive attitude towards the work and 
high quantitative and qualitative labor performance. A system of payment and incentives for the end product 
can meet best the interests of an enterprise and employees.  

• Proper planning and management of human resources in the development of organizations significantly 
increases the opportunities, motivation, and overall effectiveness of personnel development (Vijayaragavan & 
Singh, 1997). In order to have a high team spirit, it is important that people receive adequate compensation 
and recognition for their work. 

• Professional qualification level. Basic professional education, as well as organization and promotion of 
continuous professional training of employees are the determining factors in the formation of a talent 
management system of an organization. All conditions for continuous professional training of employees and 
the actual use of the results of this training must be provided (improvement of the techniques and methods of 
work, productivity growth, improvement of the quality of work performance, improvement of the employee’s 
competence, and so on). 

• The problems that arise in the development of the capacity are important sources of knowledge and are 
treated as such (Ubels et al., 2010). The knowledge of employees is a key factor determining the value of the 
organization. Therefore, enterprises should be able to define, manage, and measure those (Malik & Malik, 
2008). It is necessary for organizations to assess the results of not only basic training of employees, but also 
the continuous professional training (forms, duration, relevance, and effectiveness from the standpoint of the 
requirements of the enterprise). 

• Experience. In the practice of rational use of the human resource capacity of employees, the professionalism 
and skills of employees are taken into account, which are largely determined by the experience (Posherstnik, 
2008). The manager should know about the personal experience, which brings a person to awareness and 
understanding of himself, and how it affects other people (Reilly, 1998).  

• Labor performance. The psychophysiological possibilities of employees have limitations. However, in practice, 
if the labor is approached scientifically and they are motivated, they can be developed and used at the 
breaking point corresponding to the necessary evidence-based labor costs in particular organizational and 
technical conditions (Kibanov, 2010).  

• Personal characteristics. As the personal characteristics of employees may be very diverse, i.e., they are 
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specific for each case of building and using the human resource capacity of the organization’s personnel, the 
system of human resources management should be focused on the following major tasks of innovative 
development of both a separate enterprise and the society as a whole.  

Firstly, ensuring compliance of the quantitative and qualitative characteristics of the staff to the goals of the 
organization (Shapiro, 2007).  

Secondly, consolidation of employees not only at the organizational level, but also at the level of common goals, 
values, and traditions, which means the formation of a loyal and highly motivated team of professionals united by 
common goals and corporate culture (Kuzmina, 2004). 

At the same time, different authors associated a different set of functions with the process of talent management. 
S.A. Shapiro represented talent management through the functions of planning and evaluation of staffing needs, the 
search and selection of staff, and staff adaptation (Shapiro, 2007). N. V. Kuzmin represented talent management through 
the systems of competence management, vocational training, and business career management (Kuzmina, 2004). Y. N. 
Arsenyev suggested business career management as the key function of talent management (Arsenyev, 2012).  

Domestic and foreign scholars believe that human resource capacity can be considered from two perspectives: 
from the perspective of its development and from the perspective of its exploitation. In practice, the processes of building 
and using the human resource capacity are closely interrelated (Dyatlov, Kibanov, & Pikhalo, 1998). 

Staff development can be seen as a special area of human resource management, which includes planned 
individual training, education, career development, and qualification upgrade (Treven, 2001). Successful changes in the 
organization are a gradual process, so it is better to set realistic goals and try to move from one stage to another, focus 
on what is most realistic and achievable given the available human and financial resources.  

We agree with the point of view of T. V. Berglezova that the efficiency of an enterprise directly depends on how 
talent management that affects the success of each employee is organized. In order to manage the human resource 
capacity effectively, an organization must (Berglezova, 2005): 

• Eestablish science-based labor standards and revise them as the organizational and technical conditions of 
production improve; 

• Carry out certification and streamlining of jobs, define the required number of them, and abolish unnecessary 
jobs; 

• Set the forms of the employees’ labor organization and work categories, assign categories to workers, 
organize introducing advanced techniques and methods of labor;  

• Set the working practices, introduce flexible schedules, allow part-time work, and organize home work.  
Planning, organization, and control over the functioning of the talent management system become the most 

important task of talent management. This problem can be solved via a set of efforts, such as: 1) Clear allocation of 
duties; 2) Professional and career advancement of employees through the ranks, taking into account the results of their 
evaluation and individual characteristics; 3) Regular training and qualification upgrade; 4) Creation of other conditions that 
motivate employees to work more effectively; 5) Career planning.  
 

 Methodology 3.
 
3.1 Factors of the Talent Management System Formation 
 
A talent management system is a set of mutually influencing individual functional subsystems implementing coordinated 
activities, the aim of which is to ensure full and timely formation, development, and use of the capacity of each employee 
(Figure 1).  

The main objective of a talent management system is to provide the functional and industrial subsystems of an 
organization with the required employees in the required quantity and of the required qualification. This goal is achieved 
through the effective human resources management in the field of recruitment, evaluation, labor adaptation, incentives, 
motivation, training, certification, labor and workplace organization, the use of personnel, career planning, succession 
management, management of innovations in the personnel management, safety and release of the personnel.  
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Figure 1. Talent management system 
 
The main goal determines the sub-goals and principles of the talent management system, which reflect the objective 
tendencies, social and economic laws, and recommendations of management theory.  

The system approach is based on the multi-level hierarchy of structural organization of any object. It allows 
revealing the specifics of each of these levels and, at the same time, representing them in unity. The system approach 
focuses the science and practice on achieving a holistic, synthetic vision of the studied and managed complex objects. 

Forming a talent management system, one must consider the impact of the internal and external (in relation to the 
enterprise) factors on the system. The factors of building and using the human resource capacity of an enterprise in our 
view are the external and internal conditions of the environment, in which the processes of building and using the human 
resource capacity are implemented.  

External factors are understood as the factors that the enterprise cannot change, but must take into account in the 
formation and use of its human resources. Internal factors are the conditions that are largely amenable to control impacts 
on the part of the enterprise.  

Generalized classification of factors in the formation of talent management system of an organization is shown in 
Figure 2. 

1) Social and political factors. Governmental support for the unemployed population creates objective 
prerequisites for building the high quality human resource capacity and its effective (more intensive) use by 
organizations (Mishurova, 2009). 
 

 
 
Figure 2. Factors of the formation of a talent management system of an organization 
 

2) Government control. Government control over building the human resource capacity is accomplished currently 
by three main groups of methods: 

• Legislative methods that establish the institutional framework for overall development of any socioeconomic 
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process (in dealing with building and using the human resources of an enterprise, one should take into 
account the issues of labor legislation, its ability to change in the foreseeable future, particularly the legislation 
on occupational safety and health, employment, etc.);  

• Administrative methods, which are used to approve and put into effect any administrative rules and 
regulations, provisions, instructions, recommendations, etc.; 

• Economic methods, by which the government stabilizes the situation on the market (pricing, taxation, adoption 
of socioeconomic regulations and standards, as well as minimum social guarantees, etc.). 
3) The market situation, as a network of peer relations based on the sale of products and services, property 

relations, balance the interests of the seller and the buyer, the owner and the employee. In modern 
conditions, the main thing within an organization is its human resources, and beyond the organization—
consumers of its products (services rendered).  

4) The socio-demographic situation in the region is characterized by the composition and structure, as well 
as the shape and intensity of the movement of personnel inside an organization, as well as outside it. For 
an organization, it becomes very urgent to preserve, develop, and use in the most efficient way the 
existing staff, and to ensure the influx of young, enthusiastic, and highly qualified “fresh” labor resources 
from the available ones in the region. 

5) Achievements of the progress in science and technology. The implementation of new technology and new 
equipment, introduction of new products in a highly competitive environment cause constant updating of 
the theoretical and especially practical knowledge of employees of an organization due to the changes in 
the scope and content of the functions performed. It is taken into account when hiring new employees or 
developing systems of incentives and career advancement based on the improvement of professional 
skills, knowledge, and experience of the organization’s personnel. 

6) State of the education system. The availability of public and private educational institutions, the content of 
vocational education programs, advantages and disadvantages of professional training, cost of education, 
career models, regulations on staff training, skills development plans, content of employment contracts, 
models of jobs (positions), acceptability of reception conditions and learning in colleges and universities 
influence on the decision of the organization’s top management with regard to hiring new employees who 
already meet all the requirements of the employees or investing in the development of human resources 
capacity of the current permanent staff (McNaughton, 2004).  

7) Moral and cultural factors. The shared values, social standards, and behavior patterns generated by the 
society, a group of people, regulate the actions of employees and make them to behave in a certain way 
without any visible coercion. 

8) Prestige of the industry. In some sectors of the national economy, there are virtually no problems 
associated with building the human resource capacity due to a very stable staff of employees of these 
industries because of favorable labor conditions in these industries (Kibanov, 2010). 

When building a talent management system at the level of an organization, it is necessary to take into account the 
state of the production organization environment. Production organization environment should take into account the 
impact of the following factors: 

1) Ownership. This factor determines the priority of the interests of owners of enterprises and employees in the 
process of organization and management of labor and production, and in building and using the human 
resource capacity. In modern conditions, the processes of building and using the human resource capacity in 
the private sector of the economy are to meet more stringent requirements for the professional, labor, and 
personal characteristics of candidates at hiring. The labor conditions, as well as the nature of the work of these 
employees also indicate a more intensive use of the personnel of private enterprises. 

2) The operating efficiency of an enterprise. The economic and financial position of an organization largely 
determines the success of managing the processes of building and using the human resource capacity, 
because the procedures such as recruitment, selection of personnel, vocational guidance and adaptation, 
training of personnel, and others require significant expenditures in the current circumstances. However, these 
investments pay off very soon as a result of admission to work and highly effective performance of skilled 
employees. 

3) Organizational and technical factors. Their effect manifests itself in the implementation of such forms and 
methods of production organization as mass production and specialization in the production of certain 
products, continuity of production processes, use of science-based standards of labor costs; changes in the 
scope and content of labor functions performed, the productivity of labor; specific characteristics of the 
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equipment used, etc. 
4) The human resources management system of an enterprise. The structure of the human resources 

department is largely determined by the nature and size of the organization and the peculiar features of 
products. At small and medium-sized enterprises, many functions of human resources management are 
performed mostly by line managers, and at large ones, independent business units are formed. 

It is necessary to use an effective system of talent management to turn the consciousness of each employee 
towards consumers, and not to the supervisor; to the operating results of the organization, not to wastefulness; to a 
proactive highly qualified productive worker, not to a faceless performer. Any changes in the market of goods or 
workforce should be reflected in the processes of building the human resources of an organization and their employment. 

 
3.2 The Principles of Building a Talent Management System 
 
The purpose of a personnel management division consists just in the evaluation of the current external and internal 
situation in the organization’s activity, based on which the sufficiency of highly skilled relevant personnel in the required 
number is identified; as well as the need for additional staff, which can be satisfied both from internal and external 
sources of employment.  

Talent management within the system should be based on the following principles: 
1) Effectiveness of selection, deployment, and use of the personnel; 
2) Fair stimulation of labor and staff qualification upgrade; 
3) Possibility of real career advancement in accordance with the performance, skills, abilities, personal interest, 

and the organization’s needs; 
4) Regularity of the human resource capacity assessment and forecasting of the trends among the enterprise’s 

employees and on the regional labor market. 
At the same time, in our opinion, the system of human resources management, as an open and complex system, is 

based on the following principles: 
1) The principle of non-additivity (it is based on the fact that a large talent management system is not a mere sum 

of its constituent systems; 
2) The principle of emergence (determines the level of coincidence of the targeted functions of the talent 

management system and its subsystems); 
3) The principle of adaptability (it is based on the necessity of the talent management system to adapt to the 

changing internal and external conditions to maintain its functional stability); 
4) The principle of alternativeness (it is based on the dependence of the decisions made by managers or 

specialists of the HR department on the parameters and conditions of specific situations that arise in the 
process of building and using the human resource capacity of employees); 

5) The principle of integrity (it means that the talent management system exists as an organizational and 
functional integrity, in which each subsystem performs certain functions); 

6) The feedback principle (it consists in the fact that the information on the key characteristics of the staff comes 
and is used in the organization for the talent management process); 

7) The principle of multiplicity (it is based on the fact that positive and negative effects in the system have the 
properties of multiplication instead of addition. They should be taken into account to avoid disorganizing the 
talent management system); 

8) The principle of compatibility (it is based on the compatibility of each of the subsystems of talent management 
with not only the large system—the system of personnel management—but with all its components). 

All the principles are interrelated, and only the integrity of their applications will ensure the success of the system of 
senior pupils’ knowledge update in the course of economic education. We base on the assumption that principles 
constantly evolve and are improved and specified. The system of principles is always open to additions and changes 
based on new experience, its analysis, comprehension, and synthesis. The proposed principles of organization’s talent 
management are remarkable as they account for the possibility of connecting the interests of employees and of the 
organization. 
 
3.3 Elements of the Talent Management System 
 
A talent management system is a holistic system of interrelated elements, a set of mutually influencing individual 
functional subsystems (Figure 3). 
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The activity of an HR department at building a talent management system should be based on the monitoring of 
the enterprise’s staff. Staff monitoring is understood as the permanent operational survey of the personnel state and 
movement (both in quantitative and qualitative terms). This is a key subsystem of an organization’s talent management 
system that determines the focus of all other subsystems. 

Many modern organizations are extremely irregular or one-sided in the assessment of the production program 
staffing, planning and forecasting of the personnel requirement in accordance with planning in other business lines of the 
enterprise. Traditionally, domestic enterprises have been planning and forecasting the total quantitative personnel 
requirement, the structure of personnel for each category of employees needed by the enterprise in the current or future 
period to perform scheduled tasks (responsibilities) with the best efficiency and quality.  

In recent years, the systematic approach to human resources management becomes particularly relevant. During 
the formation of this function, it is necessary to analyze thoroughly the situation on the external and internal labor market, 
allocate various categories of personnel in order to implement different human resource management approaches to 
hiring, labor incentives, qualification upgrade, career advancement, and so on. The hiring subsystem must examine the 
compliance of employees with the job position by gender, age, professional knowledge, marital status, health, 
temperament, etc. All of these quality characteristics allow avoiding overstating or understating the requirements for the 
job, prevent occupational injuries, occupational diseases, and early disability at the enterprise, which is necessary to 
reduce additional personnel-related costs. 

 

 
 
Figure 3. Elements of a talent management system 
 
The hiring subsystem enables staffing an organization in qualitative and quantitative terms. The organization should 
maximize the use of the existing human resources before seeking external sources of employment.  

This subsystem is closely linked to the subsystem of selection and evaluation of personnel. Many scholars have 
pointed out the importance of personnel evaluation, evaluation of candidates for positions, evaluation of employees after 
the end of the probation term, periodic, regularly repeated current evaluation in order to determine the qualification of the 
employee for the occupied position, evaluation of candidates in various forms of training and qualification upgrade, and 
so on. 

Many organizations have no special regulatory framework for the selection and evaluation of personnel; no work 
on drawing up job descriptions has been organized; the staff schedule is being developed as well as changes thereto 
based on the current organizational structure; no harmonization of job descriptions for different departments is being 
performed. This leads to dissociation of the functions of building and using their human resource capacity. 

In the selection of staff, it is imperative to introduce special questionnaires that allow, on the one hand, to simplify 
the selection procedure, and on the other—to prepare information on the applicants reserve for a particular job.  

The subsystem of human resources development is represented with a wide variety of functions. The main 
functions of the management of building and using the human resource capacity of an enterprise are: 

1) Vocational training; 
2) Succession management; 
3) Planning and control of business career; 
4) Professional and socio-psychological adaptation of new employees. 
The main problems in this area are: 
1) Poor understanding by many organizations of the fact that the investments in training their staff are the 

investments in fixed assets and the future development of the organization, allowing to use more efficiently the 
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latest technology and the personnel capacity; 
2) Identification, appropriate incentives, and rapid advancement of young professionals; 
3) Organization and stimulation of personnel advancement. It is very important to develop approaches to the 

advancement of each functional and qualification group of employees based on the economic feasibility of 
such advancement for the enterprise and financial interest of the employee and on the introduction of age, 
educational, professional, and time constraints; 

4) The absence of a clear understanding of the efforts to accelerate the employment adaptation of new 
employees, because there is no complete information about the new employees and the organization on the 
stage of “familiarization” with each other, and often there is no functional organization of adaptation in the 
human resources management system;  

5) In modern organizations, employers are not always interested to make the employees to believe in the 
prospects for their professional advancement with the prospects of the organization development. 

The subsystem of labor stimulation is based on the rich experience of material (monetary and non-monetary, 
primary and secondary), moral, labor, and other types of staff incentives. 

In building a talent management system in an organization, it is important to consider the motives of employment 
or election to office, the tangible and intangible benefits that are expected by the new employee at the new job. And when 
the human resource capacity is used with skillful organization of labor, one can always achieve the necessary quantitative 
and qualitative results of labor and production.  

The last subsystem determines the performance and interaction of all of the above subsystems. Information 
support implies providing all subsystems with complete, accurate, and timely information on all issues related to the 
building and using the human resource capacity of the organization, which requires implementing automated accounting 
and analysis of the organization’s personnel and development of an appropriate regulatory framework.  

The practice of building a talent management system has two main lines: tactical and strategic. The tactical line 
assumes the implementation of the current human resources-related functions of the HR department. The strategic 
direction is focused on the development of the human resources policy of the enterprise (a system of ideas, concepts, 
particular efforts on human resources management, as well as its methods). For a modern organization, it is very 
important to coordinate and integrate the strategic planning and forecasting in the field of human resource management 
with the strategic development of other business lines of the organization. 

Thus, a fundamental factor in the economic growth of an enterprise is an adaptive, flexible human resources policy 
and a clear talent management system. The building and using the human resource capacity of employees in a modern 
organization in the market conditions is a set of processes, which are challenging by the organization and management 
approach and are affected by numerous factors. The building and using the human resource capacity is based on a 
number of specific principles and requires studying and systematically approaching it production in the conditions of acute 
competition between enterprises. 
 

 Conclusion 4.
 
The article has considered the talent management as a system that includes the human resource capacity building, its 
development, and effective use. The basic factors that influence the formation of this system have been described. It has 
been concluded that the human resource capacity is an aggregate of abilities and capabilities of employees who have 
passed preliminary vocational training, and who have proper qualification, knowledge, skills, and experience in a 
particular field of activity. The “human resource management”, “human resource capacity”, “talent management system” 
concepts have been considered. 

As the analysis has shown, a formed talent management system determines the success of each employee’s 
activity and the efficiency of the enterprise as a whole. For its implementation and functioning, an organization should: 

1) Set standards of work and revise them along with the introduction of new technologies; 
2) Provide periodic certification and streamlining of jobs; 
3) Improve the employee’s labor organization; implement innovative methods of work;  
4) Establish a flexible mode of work; 
5) Organize timely training and qualification upgrade for the employees; 
6) Develop individual career advancement maps; 
7) Study the motivating factors and implement incentive systems; 
8) Study the causes of downtime and constantly carry out preventive measures; 
9) Develop effective methods for conflict and stress management.  
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Thus, the answer to the questions “how to develop?” and “how to use the labor potential?” should not only provide 
for the implementation of innovative experience of advanced companies, but also ensure the creative development and 
formation of personal orientations and priorities of each employee.  

The effectiveness of the proposed talent management system can be confirmed by the increased labor productivity 
in specific production conditions, decreased downtime and number of conflicts, increased labor motivation and 
commitment of employees to their organization. 
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