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ABSTRACT

The purpose of the study is to explore the concept of human capital and its inherent factors, as well as to
classify various approaches and methodologies for assessing human capital both within individual companies
and in the national economy as a whole. This study aims to explore and consolidate methodologies used to
assess human capital, offering valuable information for strategic decision making in an organizational context.

Research methodology. The study primarily uses a qualitative research approach based on a comprehensive
review of both domestic and international literature. Scientific methods such as comparative analysis, systematic
analysis, and classification are used.

Originality/value of the research. The importance of this research is in the amalgamation of diverse
theoretical viewpoints and methods, leading to a holistic comprehension of evaluating human capital and its
effects on both organizational effectiveness and societal advancement.

Findings. The methodology employed in this study enables organizations to make well-informed choices
regarding the allocation of resources, employee growth initiatives, and talent retention strategies. Moreover,
the incorporation of the Human Capital Index (HCI) emerges as a pivotal instrument, offering a thorough
evaluation of workforce capabilities and their influence on organizational effectiveness. The HCI's capacity to
measure the outcomes of human capital investments on productivity, innovation, and the enduring sustainability
of the organization underscores its crucial role in shaping strategic decision-making processes.

Keywords: human capital index (HCI), human resource management, assets, employees, methodology,
investments, profitability, competitiveness, revenue, metrics.

INTRODUCTION

In the era of globalization, a lot of companies seek to have a competitive advantage [1]. They develop their
technologies, increase economies of scale, make unique product, however still human resources play a vital
role in this very process [2]. Human capital is considered as a lever in the whole company functioning, whereas
their skills, education, competencies and knowledge can be stated as additional professional valuable asset
along with an employee. The analysis of human capital extends its significance beyond the domain of human
resource management.

The primary objective of this paper is to identify the current techniques and processes used for assessing
human capital, which plays a pivotal role in enhancing the profitability and competitiveness of enterprises.

The key objectives of this study are to categorize and evaluate diverse strategies and techniques employed
for the assessment of human capital in individual organizations and the wider national economy. In terms of
methodology, this research delves into the theoretical foundations underpinning the assessment of human
capital across different levels.

Research methods. In the article, we mainly provide qualitative type of the research. This research
draws upon the theoretical and methodological foundations established through an in-depth analysis of both
domestic and foreign literature pertaining to the subjects being examined. The study was conducted employing
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various scientific methods of cognition, including comparative analysis, induction, and deduction, methods
of actualization, systematic analysis, classification, abstraction, and concretization. According to the existing
literature, we will clarify and underline key ways of providing the methodology of human capital assessment.

Literature review. The term «human capital» can be divided by two words, as «humany» and «capital».
An employee is a valuable asset of a company, which plays a significant role in profit and production growth
[3]. Boldizzoni asserts that within the field of economics, human capital can be understood as the combination
of human elements and capital. In an economic context, capital refers to the resources employed in the
manufacturing of goods and services, which do not undergo significant consumption during the production
phase. When considering the human aspect, it involves individuals who are responsible for various economic
activities, including production, consumption, and transactions. When we delve into these ideas, we can
discern that human capital represents a vital component of production that has the potential to create added
value through its input [4].

Human capital can be defined as the collective reservoir of abilities and aptitudes possessed by individuals,
which becomes evident through a region's educated and skilled labor force. Human capital is occasionally
quantified in person-years of education and can be enhanced through both formal and informal educational
or training endeavors [5]. It encompasses practical experience, on-the-job learning, and non-conventional
technical training programs that contribute to skill enhancement. Human capital can exert substantial positive
impacts on macroeconomic-level economic development through various channels. Investing in human capital
involves the process of improving and enriching the skills, knowledge, and abilities of individuals to enhance
their productivity and contributions to an organization or society.

According to Crawford (insert full citation here), when examining human capital from a broad perspective,
it encompasses qualities such as adaptability, self-sustainability, portability, and shareability, particularly in
contrast to physical labor. The adaptable and self-sustaining aspects of human capital are intricately connected
to the notion that an individual's reservoir of knowledge contributes significantly to their human capital.
Moreover, the development of human capital can be influenced by both internal (endogenous) and external
(exogenous) factors. The original knowledge can continually evolve and expand through interactions with
external knowledge, information, skills, experiences, and other knowledge-based elements.

From an economic perspective, the focus on knowledge as a characteristic of human capital becomes a
fundamental element in addressing the «problem of scarcity», where limited resources are not evenly distributed
among economic agents. By continually expanding and self-generating human capital, the role and influence
of an individual as an economic agent can significantly extend [6].

The influence of human capital can be broadly divided into three main dimensions: the individual, the
organization, and society as a whole (Figure 1).

Individual Perspective: When considering individuals in the external job market, the level of human capital
possessed by an unemployed person significantly shapes their ability to find and secure employment. Those
with higher human capital, as highlighted by Greider, Denise-Neinhaus, & Statham and Vinokur et al. enjoy
an advantage in accessing job-related information and improving their employability [7; 8].

Organizational Perspective: From the standpoint of organizations, Lepak and Snell stress the strong
connection between human capital and an organization's core competencies and overall competitiveness [9].
Likewise, according to Kwon, an individual's human capital can have an impact on the collective competencies,
routines, culture, and relational capital of an organization [10].

Social Perspective: Viewed from a social standpoint, the dimension of human capital represents an
amalgamation of the influences stemming from both individuals and organizations. According to McMahon,
human capital can contribute to concepts like democracy, human rights, and political stability by fostering a
shared social consciousness [11]. Beach also highlights that human capital can enhance the social awareness
of community members, leading to increased social consciousness. This intricate relationship between human
capital and social awareness has profound implications for socio-political development [12] (see Figure 1).

In essence, the influence of human capital extends beyond the individual and organizational realms to
encompass the broader societal context, where it can have far-reaching effects on social development and
political stability.
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In the context of the external job market, an unemployed individual's human
capital plays a significant role in shaping their job search and their chances of
securing employment.

From an organizational perspective, human capital is intricately linked to an
organization's fundamental strengths and its overall competitive advantage.
Likewise, the individual human capital can impact an organization's human capital
in terms of collective competencies, organizational practices, company culture, and
relational capital.

The societal dimension of human capital combines the effects on both the
individual and the organization. Human capital can play a role in shaping broader
concepts such as democracy, human rights, and political stability by nurturing a
shared social awareness or consciousness.

Figure 1 — Three dimensions of human capital
Note — Compiled by the author on the base of [4-8; 7-11].

In this research, we try to find out the right types of methodology that assess human capital and identify
prior directions to invest in. Assessing human capital is of paramount importance for various reasons: firstly, it
enables organizations to make well-informed strategic decisions regarding hiring, training, and development,
ultimately aligning their human resources with their broader goals. Second, it allows companies to identify
both the strengths and weaknesses within their workforce, offering valuable insights into areas that may require
improvement and where employees excel. Third, by assessing human capital, organizations can determine
the return on their investments in employee training and development, ensuring that resources are being used
efficiently. Finally, it plays a crucial role in talent retention, as recognizing and rewarding high-performing
employees can reduce turnover rates and associated recruitment costs.

According to Pravdiuk et al., human capital is an intangible asset, which can be assessed by forecasting its
future value. Authors provide the calculation of the initial value of the employees, by assessing their physical
abilities, education and experience. Researchers are of the opinion that this approach aligns more logically
with economic principles because it conforms to the widely accepted notion that any potential represents a
chance to secure future benefits, and the potential outcome is linked to both the qualitative and quantitative
aspects of labor potential [13].

THE MAIN PART

Evaluating the effectiveness of investments in human capital is crucial for organizations, governments,
and individuals to make informed decisions. According to the literature review, we categorized assessment in
human capital as follows: financial, productivity and satisfaction; learning and skills comparative aspects (see
Table 1).

Financial or economical metrics are quantitative measures used to assess the financial performance and
health of a business or organization. These metrics provide a snapshot of an entity's financial status and are
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crucial for making informed decisions about operations, investments, and future strategies. Below, there are
presented several financial metrics that can be used to assess return form investment capital:

Table 1 — Financial measures for evaluating the efficiency of human resources

Ne | Name Description

1 Return on Investment (ROI) This approach is widely used to evaluate investments in human capital. It entails
directly comparing the benefits, such as increased productivity, revenue gains, or cost
savings, associated with an investment with the costs incurred. A positive return on
investment (ROI) signifies a profitable investment, while a negative ROI indicates an
unprofitable one.

2 Cost-Benefit Analysis (CBA) Cost-benefit analysis (CBA) entails assessing the costs of human capital development
initiatives against their quantifiable benefits. This method considers both financial
and non-financial advantages, such as improved employee satisfaction or decreased
turnover rates.

3 Cost-Effectiveness Analysis (CEA) Cost-effectiveness analysis (CEA) calculates the cost per unit of achieved outcomes.
Rather than measuring financial gains, it concentrates on specific results, such as the
cost per trained employee or the cost of acquiring a degree.

Note — Compiled by the author on the base of [14].

Financial performance is vital in evaluating the effects of investments in human capital on an organization's
financial health. Productivity indicators serve as the next set of benchmarks, gauging changes in productivity
resulting from human capital investments. Examples include output per employee, revenue per employee, and
profit margins. Comparing these metrics before and after an investment can provide insights into its impact.
Some of the indicators to consider are:

Table 2 — Productivity indicators for assessing the effectiveness of human capital

Ne Name Description

1 Employee Performance Metrics Evaluating individual or team performance both pre- and post-training or development
programs can offer valuable insights into the return on investment. Performance
indicators might encompass key performance indicators (KPIs), goal accomplishment,
or job satisfaction.

2 Employee Turnover Rate A decrease in employee turnover subsequent to human capital investments can suggest
heightened employee satisfaction, engagement, and commitment to their roles.
Reduced turnover rates can result in cost savings through decreased expenditures on
recruitment and training.

Note — Compiled by the author on the base of [15; 16].

Evaluating employee productivity and turnover is crucial for gauging the effects of investments in human
capital. Through comparing individual or team performance before and after training, organizations can assess
the efficacy of their investments. Performance metrics encompass key performance indicators, goal attainment,
and job satisfaction. Moreover, decreased employee turnover resulting from these investments signifies
heightened employee contentment and dedication, leading to savings in recruitment and training expenses.
These metrics directly impact the company's profitability (Table 3).
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Table 3 — Training and comparative metrics for assessing the effectiveness of human capital

Ne  |Name Description

1 Surveys and Feedback Gathering input from employees who have participated in training or development
programs can yield valuable qualitative insights regarding the efficacy of the
investment. Such feedback can be acquired through various means, including surveys,
interviews, or focus groups, with the objective of evaluating their perspectives on how
the program has influenced their skill growth and job satisfaction.

2 Employee Turnover Rate Skills| Periodically assessing the skills and competencies of employees can help determine if
Assessments the investment in training and development has led to skill improvements.
3 Learning and Development Analytics | Monitoring participation rates, completion rates, and employee advancements within

training programs can facilitate the assessment of their effectiveness. Utilizing
learning management systems (LMS) and analytics tools can aid in this evaluation
process.

4 Long-Term Impact Analysis Human capital investments may not yield immediate results. It is important to
assess their long-term impact on the organization's competitiveness, innovation, and
adaptability to changes in the market.

5 Benchmarking Comparing the outcomes of human capital investments with industry benchmarks or
competitors' performance can provide context for evaluating their effectiveness.

6 Qualitative Analysis In addition to quantitative measures, consider qualitative factors such as improved
communication, leadership, teamwork, and problem-solving skills when evaluating
human capital investments.

Note — Compiled by the author on the base of [17].

Evaluating investment in human capital is an ongoing process that should align with the organization's
strategic goals and adapt to changing circumstances. Utilizing a combination of various evaluation methods
can offer a more holistic insight into the effects of these investments.

Above methods are good for evaluating employee performance and identifying in which area the company
should invest. However, these factors represent the company's performance and profitability. But, if we look at
human capital development, as an asset to invest, from the human side? The World Bank recently introduced
the World Bank Human Capital Index (HCI), which measures the potential human capital development of a
child born today until the age of 18, considering the prevalent risks to education and health in their country
of birth. The HCI is expressed in units of productivity relative to a reference point of complete education and
optimal health, with values on a scale from 0 to 1. An HCI score of x indicates that a child born today can
expect to be only x X 100 % as productive as a future worker with access to complete education and optimal
health. This methodology is firmly grounded in the extensive body of literature on development accounting.

The World Bank periodically reports the Human Capital Index (HCI) for countries around the world. The
purpose of the HCI is to quantitatively measure so-called child development milestones and their subsequent
impact on the productivity of the future workforce. The World Bank has applied the Human Capital Index (HCI)
to assess human capital development in various countries, including Kazakhstan. This assessment encompasses
factors such as health, education, and survival, providing valuable insights into a specific country's potential
for human capital development (see Figure 2).

The data mentioned above contributes to the construction of the human capital index. These indicators
are commonly employed to evaluate the caliber and quantity of human capital in a specific population or
organization. In this regard, the Human Capital Index amalgamates these elements to furnish a comprehensive
measurement of a population's educational attainment and life expectancy, both of which are crucial facets
of human capital development. When these components are integrated into a comprehensive index, it can
function as a valuable approach for appraising investments in human capital and comprehending the potential
economic and social consequences linked with such investments.
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Figure 2 — Elements of the Human Capital Index (HCI)
Note — Compiled by the author on the base of [18]

The fusion of these three components gives rise to the Human Capital Index, offering a comprehensive
evaluation of the development of human capital among contemporary children. This index considers their
chances of survival, the probable scope and quality of education they are expected to attain, and the overall
healthcare setting in which they will mature and flourish.

hi = e(psi+ 24} )

The equation (1), which is presented above indicates worker’s productivity, where si — worker’s education
and i — health. The parameters ¢ and 7 signify the «return» from an additional unit of education and health,
respectively. In this equation, human capital is expressed as si = zi, with hi =1 [18].

The Human Capital Index (HCI) serves as a valuable resource for employers, offering insights into the
educational and health progression of a country's workforce. This information proves beneficial for talent
acquisition, workforce planning, training and development, investment choices, and performance evaluation.
Employers can utilize this index to evaluate the caliber of the local workforce, make informed decisions
when entering new markets, and advocate for policies that foster human capital development. Ultimately, this
contributes to the well-being and productivity of employees and the regions in which businesses operate.

The data underpinning the HCI index is obtained from the World Bank in the Table 4, encompasses variables
like anticipated years of schooling, the percentage of children under 5 years old without growth stunting,
standardized test scores, years of schooling adjusted for learning, the likelihood of survival (up to 5 years),
and survival rates between ages 15 and 60. The HCI data for Kazakhstan is reported for the period 2017-2020
to capture and analyze trends over a four-year span, providing a comprehensive view of the country's human
capital development during that time.

The data for 2019 is not available, and this gap may be attributed to factors such as incomplete reporting,
data collection delays, or methodological changes in the assessment process. It is essential to acknowledge
these limitations in the analysis.
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Table 4 — Data for HCI Kazakhstan (2017-2020)

Name (in % rate) 2017 2018 2019 2020
Anticipated Years of School 13,3 13,7 No data 13,7
Proportion of Children Under 5 Without Stunted Growth 0,9 0,9 No data 0,9
Harmonized Test Scores 537,0 5373 No data 416,2
Learning-Adjusted Years of School 11,5 11,8 No data 9,1
Probability of Survival to Age 5 0,9 0,9 No data 0,9
Survival Rate from Age 15-60 0,8 0,8 No data 0,8
Note — World Bank Data [18]

The variable «Anticipated Years of School» reflects the average number of formal education years a child
can typically access by the age of 18, considering enrollment and educational accessibility in a specific region
or country. The «Fraction of Children Under 5 Not Stunted» indicates the proportion of children below the
age of 5 who do not display signs of stunted growth, often used as an indicator of child health and nutrition.
«Harmonized Test Scores» are standardized scores derived from various student achievement tests, ensuring
that scores from different assessments are comparable after adjustments for variations in test difficulty or
scoring scales. «Learning-Adjusted Years of School» consolidates data on both the quantity and quality of
education, accounting for years of schooling and actual learning outcomes. This composite variable offers a
more comprehensive assessment of educational achievement. «Survival Probability (up to 5 Years)» signifies
the likelihood of a child born today surviving until the age of 5, serving as a crucial indicator of a child's
health and overall well-being. Furthermore, «Survival from age 15 to 60 years» calculates the percentage of
individuals surviving from age 15 to 60 years, reflecting adult survival rates and the probability of reaching
middle age.

These variables constitute components of the Human Capital Index (HCI) and are employed to evaluate and
compare human capital development across various countries. They offer insights into aspects like education,
health, and overall quality of life, which contribute to a nation's human capital potential (see Figure 3).

Survival Rate from Age 15-60 .
Probability of Survival to Age 5 .

Learning-Adjusted Years of School

N

0 2 4 6 8 10 12 14 16

2020 [YR2020] m®2019 [YR2019] m2018 [YR2018] m2017 [YR2017]

Figure 3 — Graphical representation of the data for HCI Kazakhstan
Note — Compiled by the author based on the source [18]
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The data mentioned above contributes to the construction of the human capital index. These indicators
are commonly employed to evaluate the caliber and quantity of human capital in a specific population or
organization. In this regard, the Human Capital Index amalgamates these elements to furnish a comprehensive
measurement of a population's educational attainment and life expectancy, both of which are crucial facets
of human capital development (Table 5). When these components are integrated into a comprehensive index,
it can function as a valuable approach for appraising investments in human capital and comprehending the
potential economic and social consequences linked with such investments.

Table 5 — HCI Kazakhstan (2017-2020)

HCI 2017 2018 2019 2020

Human Capital Index (HCI)
from 0 to 1 0,746 0,77 no data 0,63

Human Capital Index (HCI)

for females from 0 to 1 0,78 0,80 no data 0,65

The Human Capital Index

(HCI) for males from 0 to 1. 0,714 0,75 no data 0,61

Note — World Bank Data [18]

The Human Capital Index (HCI) ranges from 0 to 1, in this context:

0: A value of 0 on the HCI indicates lower human capital development. This could suggest challenges in
areas such as education, health, and workforce skills, signaling a need for improvement and investment in
these sectors.

1: A value of 1 represents higher human capital development. This suggests that the country has made
significant progress in fostering skills, education, and health among its population, contributing to a more
productive and capable workforce.

The simplified correlation between the Human Capital Index (HCI) and future income levels, as discussed
here, primarily revolves around comparisons in a stable or equilibrium state. Collin and Weil further explored
this concept in a related study by constructing a calibrated growth model that tracks the adjustments needed
to reach such an equilibrium state. Their model is employed to identify potential growth paths for per capita
GDP and poverty rates for individual countries and global aggregates, taking into account various assumptions
regarding future human capital development. Additionally, they calculate the increase in investment in physical
capital required to achieve the same output gains as those resulting from improvements in human capital. This
research contributes to a deeper comprehension of the intricate relationship between human capital, economic
growth, and the alleviation of poverty [19].

CONCLUSION

In conclusion, the Human Capital Index (HCI) stands as a pivotal tool in the methodology for evaluating
investments in human capital within a company. By offering a comprehensive assessment of the workforce's
skills, knowledge, and capabilities, the HCI fosters a detailed comprehension of the tangible and intangible
contributions of human resources to overall organizational performance. Additionally, its capacity to quantify
the impact of human capital investments on productivity, innovation, and long-term organizational sustainability
underscores its critical role in informing strategic decision-making processes. As businesses navigate the
dynamic landscape of the modern economy, incorporating HCI as a core evaluation methodology is imperative
to facilitate informed resource allocation, employee development, and ultimately ensure sustainable growth
and competitive advantage in the marketplace.

The Human Capital Index (HCI) provides a holistic assessment of human capital, including non-material
elements often overlooked by financial measures. It enables cross-country comparisons and guides policy
decisions, emphasizing long-term impacts. However, subjectivity in measuring non-material aspects, cultural
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variations, data availability challenges, and the dynamic nature of human capital pose limitations to its accuracy
and applicability. Despite these drawbacks, HCI remains a valuable tool for understanding and addressing the
complexities of human capital development.

Further Implications. This research faces obstacles such as limited and unreliable data, cultural variations
impacting interpretation, methodological limitations, and the dynamic nature of human capital. To mitigate
these challenges, there is a need for improved data collection mechanisms to ensure comprehensive and
accurate reporting. Tailoring assessment methods to be culturally sensitive and continually refining research
methodologies can enhance the robustness of the findings. Additionally, fostering international collaboration
and implementing real-time monitoring systems can contribute to a more accurate and holistic understanding
of human capital development, allowing for more effective policymaking.
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MEMIJIEKET XXOHE BU3HEC: BACKAPY TEOPUACBHI MEH ITPAKTHUKACHI
STATE AND BUSINESS: THEORY AND PRACTICE OF MANAGEMENT

KOMITAHMSI TEHTEVTHAE AJAMH KAITUTAJIBI TAJIJIAY
QJICTEMECIH JKIKTEY JKOHE BAFAJIAY

A. Acanosa', 9. Ocnanosa®’, P. Manaesa?
' AGaii aTeramarsl Kasak YITTHIK eqarorukaisik yausepeuteti, Copbonna-Kazakctan HHCTHTYTEI, AJIMaTHI,
Kazakcran PecryOnmkacs!
Kypmanrasbl aTeiHaarsl Kasak yaTTEIK KoHCepBaTOpHsch, Anmarsl, Kasakcran Peciy6inukacsr

AHIATIIA

3epmmeyoin maxcamol — alaMA KaruTaj TYCIHITIH )oHE OFaH ToH (paKTopiap/Isl 3epTTEY, COHMAN-aK JKeKe
KOMITaHMSIIAp IIH/E Je, KAl YITTHIK YKOHOMHUKAA Aa alaMi KalTaIAbl OaraiayablH opTypili Tociaaepi
MEH 9IicTeMeNIepiH KiKTey OoNbIn TaOblIaabl. by 3epTTeymiH MaKcaThl agaMu KalmUTalasl Oaranay >KoHe
YHBIMJIBIK KOHTEKCTTE CTPATErHsJIbIK IIeIIiMaep Kadbulaay YIIiH KYH/IbI aKnapaTThl KAMTaMachl3 €Ty YIIiH
KOJIAHBIIATHIH OiCTEMENIEePl 3ePTTEY KOHE MOFBIPIAHABIPY OOJBIT TaOBITA B,

3epmmey adicmemeci. 3epTTeyae €H aNIbBIMEH OTAHIBIK JKOHE XaIbIKApaIblK oacOneTTepai KaH-KaKThI
ITOJTyFa HETI3ACNITeH carlajibl 3epTTeY 9Aici Koamanbuianbl. CambICTRIpMaNBl TaIAAy, JKyHem Tannay, KiKTey
CHSIKTBI FBUTBIMH QIICTEP KOJIaHBLIA B

3epmmeyoiy 03iHOIK epexuienici/KyHobiibl2bl. 3epTTEYIIH MaHBI3IbUIBIFEl aIaMH KaITUTAIIbI OaFanay sl
JKaH-)KaKTBI TYCIHYT€ BIKIAJI €TETIH OPTYPIl TEOPUSIBIK MEPCIICKTUBATIAD MEH OIiCTeMeNepAiH CHHTE31H e
KaThIp.

Homuoicenep. Ochl 3epTTey e MalialaHblIFaH dIicTeMe YHBIMIApFa pecypcTapabl 0011y, KbI3METKepIIepIiH
ecy Oactamarapbl JKoHE TaJaHTTaP/Ibl CAKTay CTpaTerusIapblHa KAThICTHI CAaHAIIBI TAHJIAY JKacayFa MYMKIHJIIK
Oepeni. CorpIMeH KaTtap, agam KanuTanbHeH HHACKCIH (HCI) Kocy KyMBIC KYIIiHIH MYMKIHIIKTEPiH KoHE
OJIApABIH VHBIMIBIK HOTIDKETIEPre oCepiH MYKHAT Oaramayasl YCBIHATHIH HETi3Ti Kypanra aitHamambl. HCI
aZTaM¥ KalMTaJiFa WHBECTUIIMSIIAY HOTIDKENIEPiH OHIMIUTIK, HHHOBAITUSIAP JKOHE Y3aK MEp3iMIi YVHBIMIIBIK
TYPAKTBUIBIK TYPFBICHIHAH oOIIey KaOimeTi OHBIH CTPATETHSUIBIK IIeNIiMAep KaObUIaay IporecTepiH
KaJIBIITaCTBIPYIaFBl MAHBI3IBI POJIIH KOPCETE]I.

Tytiin ce30ep: anam xanutansiabH nHAekel (HCI), amam pecypcTapbia 6ackapy, akTHUBTEp, KbI3METKEpIIE,
omicTeMe, MHBECTHIHSIIAP, TAOBICTBIIBIK, Oocekere KaOlIeTTUTIK, Kipic, METpHKA.

KJIACCUOPUKALIUA U ONEHKA METOJOJIOI'MU AHAJIU3A
YEJIOBEYECKOI'O KAIIUTAJIA HA YPOBHE KOMITAHUU

A. AcanoBa', A. Ocnanosa®’, P. ManaeBa?
'Kazaxckuif HallMOHAIBHBIN Temarorndeckuii yausepcutet umenn Abas, Muacturyt Copbonna-Kazaxcram,
AmMarsl, PecrryOmmka Kazaxcran
’Kasaxckast HaIlMOHaJIbHas KOHCepBaTOpHs nMenu Kypmanrassl, Anmmatel, Pecryomnka Kazaxcran

AHHOTAIIAA

He]lb uccne0o8anus 3aKI0YacTCA B HN3YUYCHHHU IMMOHATHA YCJIOBCUCCKOI'0 KalyTajaa v IMIpUCyumx emMy (i)aKTO-
POB, a TaKXKEC B KJ'IaCCI/I(bI/IKaHI/II/I Ppa3JINYHbIX TOAXOJ0B 1 MCTOZ[OJ'IOFI/Iﬁ OLCHKH YCJIIOBCUYCCKOI'0 Karnuraljia KaK
BHYTPH OTIIEIHHBIX KOMITAHUH, TaK U B HAIIMOHATHLHOW YKOHOMHUKE B I1eJIoM. Llenbio JaHHOTO MCCIIeIOBaHUS
ABJIACTCA U3YYCHUC Y KOHCOJIHUAAIUA MeTOZ[OHOFI/Iﬁ, HCIIOJIB3YEMBIX I OHCHKHU YE€JIOBCUCCKOI'0 KaruTalia, u
MIpeAOCTaBIIeHUE TICHHOW WHGOPMAIMH TS TIPUHATHS CTPATETHUIESCKUX PEIICHUHA B OpraHU3allMOHHOM KOH-
TEKCTC.
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I'OCYAAPCTBO U BU3HEC: TEOPUSA U ITPAKTUKA YITPABJIEHU S
STATE AND BUSINESS: THEORY AND PRACTICE OF MANAGEMENT

Memooonoeus uccnedosanusi. B uccieoBaHUM B NIEPBYIO OUEPeb UCIIOJIB3YETCsl KaueCTBEHHBIN Uccie-
JOBATEIBCKUI MOJIX0J], OCHOBAaHHBIN Ha BCECTOPOHHEM 0030pe KaK OTEYECTBEHHOM, TaK M MEXTyHapOHON
nuTepaTypsl. Mcrmonb3yloTcsl Takue Hay4dHbIe METO/Ibl, KaK CPaBHUTEIbHBIN aHaIN3, CUCTEMAaTHYECKH aHa-
U3, KnaccupuKarus.

Opuzunanvrnocms / yeHHOCMb Ucc1e008anus. 3HAUNMOCTb UCCIISIOBaHUS 3aKII0UACTCsl B CHHTE3€ pa3iIiy-
HBIX TEOPETHYECKUX TOUEK 3PEHUS U METOJI0JIOTHH, 4TO CIIOCOOCTBYET BCECTOPOHHEMY MOHUMAHMIO OLIEHKU
YeJI0BEYECKOT0 KaIlluTaja U ee MOCIeCTBUHN Tt 9P PEKTHBHOCTH JISITETbHOCTH OPraHU3allii U 0OIIECTBEH-
HOTO pa3BUTHS.

Peszynomamor. MeTononorusi, HCOJIb30BaHHAs B DTOM HCCICI0BAaHUHM, TIO3BOJISET OPraHU3aLUsAIM JeIaTh
0CO3HAHHBIN BEIOODP B OTHOIIEHNH paclpeaeseHHs PeCypcoB, MHUIIMATUB 110 POCTY COTPYAHUKOB U CTpaTeruit
yaep)kanus TajgantoB. boree Toro, Brimrouenue Muaekca yenoBedeckoro kanurtaia (HCI) ctanoButcs kito-
YEeBBIM MHCTPYMEHTOM, MPEAJIaraoiiM TIIATEIbHYIO OLEHKY BO3MOXKHOCTEH paboyeil CHIIbI U UX BIHSHUS
Ha »dekruBHOCTh opranuzanuu. CrnocodHocTh HCI M3MepsTh pe3ynbTaThl HHBECTHUIUN B YETIOBEYECKUI
KaluTaln ¢ TOYKH 3PEeHUsl MPOU3BOAUTEIHHOCTH, MHHOBAIMHA U TOJTOCPOYHON YCTOWYMBOCTH OpPraHM3alNUN
MOTYEPKUBACT €T0 PEHIAIONIYIO POJb B (DOPMUPOBAHUH MTPOIIECCOB MPUHITHS CTPATETHYECKUX PEIICHUH.

Knioueswie cnosa: nunnexc yenosedeckoro kanuraina (HCI), ynpasieHue 4eaoBe4ecKUMH pecypcaMu, ak-
THBBI, COTPYAHUKH, METOJI0JIOTHS, HHBECTHIINN, PEHTA0eNbHOCTh, KOHKYPEHTOCIIOCOOHOCTD, BBIPYUKa, Me-
TPUKH.
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AHHOTALIMUA
Lenv uccreoosanusi. Ha 0CHOBE KpUTHUECKOTO aHAIH3a HAYYHBIX UCCIICIOBAHUI, OCBSIICHHBIX MTPO0IIe-
MaM COIMaIbHOTO U (PMHAHCOBOTO OJIArONOIY4YHsl COTPYAHUKOB, X (PU3NYECKOTO U MEHTAIBHOTO 3[0POBBS,
JI0Ka3aTh 00BEKTUBHYIO peallbHOCTh TPO(eCCHOHATBLHOTO BHITOPaHUS PAOOTHHKOB U MPEIIOKUTH Takue (op-
MBI MOTHBAIIUH TPY/Ia, KOTOPBIE HE TPEOYIOT OT BiIaJIelblieB OM3HEca, OT paboToiaTesel CyIeCTBEeHHBIX BIIO-
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