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HUMAN CAPITAL MANAGEMENT

Abstract. The methods of managing human capital in choosing the best employees, improving the efficiency of
employees makes them an indispensable resource for the organization. Human capital management creates a free
flow of information between superiors and subordinates, provides the importance of interpersonal communication
skills and the development of employees' personalities.

In addition to staff motivation in the form of training and retraining for the effective use of their human capital
in the context of innovative transformations, other motivational approaches must be applied. First of all, we are
talking about pay. A highly qualified specialist should receive the appropriate salary, which reduces the likelihood of
the enterprise losing its valuable human capital. A person, being a physical being, is at the same time a social (social)
being, therefore, one cannot reduce a person to economic categories. Man is the bearer of certain natural individual
abilities and talents with which nature has endowed him and developed society. A person spends certain physical,
material and financial resources on the development of qualities and abilities. Natural abilities and acquired social
qualities in their economic role are akin to natural resources and physical capital.

Key words: management, human capital, potential, innovative management, resources.

Introduction. The concept of “capital” is expressed through a system of relations that arises and is
formed in the process of a certain activity regarding the use of certain resources for profit. The totality of
human abilities is not capital, because in themselves they mean nothing. The inclusion in the system of
socio-economic relations of a certain set of abilities, knowledge and skills of a person makes it possible to
define them as capital. Capital is the realization of the knowledge and skills of the individual in productive
labor, when the goal of production is profit. Following the definition given by K. Marx of the category
“capital”, it should be noted that he distinguished the main and circulating, constant and variable types of
capital and defined them through the category “cost”, which is advanced for the acquisition of certain
resources, has particular circulation. Variable capital is that part of capital that turns into labor force and
changes its value in the production process.

By this logic, human capital can be defined as the value advanced and materialized in the form of a
stock of knowledge, skills, information, abilities and health, profitable in the workplace. Therefore, in
many modern economic studies, human capital is defined as the human ability accumulated as a result of
investments.

Main part. Like natural resources, man in his original state does not bring any economic effect; After
the implementation of certain costs (training, education, advanced training), human resources are formed
that can generate income, like physical capital.

However, the categories “human resources” and “human capital” are not identical to each other.
Human resources can become capital if they generate revenue and create wealth. This means that a person
will occupy a certain place in social production through self-organized activity or the sale of his labor to
the employer, using his own physical strengths, skills, knowledge, abilities, talent. Therefore, for the
conversion of human resources into operating capital, certain conditions are necessary that would ensure
the realization of human potential (resources) in the results of activities, expressed in commodity form and
brought economic effect.
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Physical capital is a category by which is meant buildings, machinery, equipment used to produce
goods and services. Physical capital, combined with labor, turns into a factor of production, which is used
to create goods and services, including new capital. It turns out that the most important feature of capital is
that it is a product of production.

Human capital as a product of production is the knowledge, skills that a person acquires in the
process of training and labor activity, and like any other type of capital, has the ability to accumulate.
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Difference between Personnel Management and HRM Assignment

Human resource department is necessary for an organization as it has the responsibility to manage
people working in the same. It has different roles and responsibilities like recruitment, selection,
performance evaluation, stress handling, trainings etc. Human resource or employees are responsible for
the growth of an organization as their efforts can help an organization for the achievement of objectives.
Human resource management means the effective utilization of people so that they can achieve individual
as well as organizational goals. Human resource management and personnel management are different
from each other. Personnel management is a discipline that is related to the hiring and development of
human resources. It acts as a mediator between the management and human resource. It deals with payroll
management, employment laws, job analysis etc.

Human capital has a rather complex internal structure, and each of its elements at various levels is
evaluated by a corresponding set of indicators. In accordance with the level of aggregation and analysis,
certain groups of indicators are distinguished [1,6]:

— mnanoscale - to characterize the human capital of individual individuals;

— micro level - to characterize the human capital of individual enterprises;

— mesoscale - to characterize the human capital of the regions;

— macro level - to characterize the total human capital in the national economy.

— mega-level - to characterize the total human capital in the global economy.

A simplified version of the grouping is also possible: micro-level (individual, enterprise) and macro-
level (region, national economy).

Let us consider in more detail the possible list of indicators for each of the levels.

At the nanoscale for an individual employee, the following can be used: qualification (competence),
work experience (experience), time of employment during the year, duration of training at the workplace -
physical indicators; personal expenses for the acquisition of a profession and qualification, an increase in
earnings as a result of training in production and retraining, etc.

At the micro level or at the enterprise level, you can use: the number of personnel and their vocational
qualifications, the amount of time worked per year, product quality, fund of training time at the workplace
- physical indicators; costs of training, retraining and advanced training of personnel, profit growth as a
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result of retraining of personnel, labor productivity of workers, losses from marriage and complaints, etc.
cost indicators.

At the macro level: the vocational qualification structure of the aggregate labor force, the number of
employed and unemployed (including by occupation and level of qualification), life expectancy, etc. -
physical indicators; social labor productivity, the volume and proportion of the costs of training and
retraining workers in GDP; loss of GDP from non-participation of the unemployed in economic activity,
etc. - cost indicators.

Benefits of Human Capital Management.

One of the biggest advantages of human capital management is the virtualization of this area. With
the growth of information technology, companies have found more advanced methods of managing their
workforce. An innovative solution to human capital management is the introduction of human capital
management services into the cloud software structure. The theoretical basis of cloud-based human capital
management is that the organization’s employees are people with different needs and goals, and therefore
should not be considered as a typical business asset, such as equipment or tools. The main problems of
increasing labor productivity on the part of the employee are the lack of knowledge, insufficient training,
and failures in the process of managing the human capital of the employee.

Cloud-based human capital management solutions provide key benefits for companies by providing
the tools and technologies necessary to increase the effectiveness of labor relations management and the
formation of motivated and loyal employees. The application of best practices (cloud services) in the
practice of human capital management will lead to the improvement of the organization. The best
practices for managing human capital include providing job security, selective hiring of staff, advanced
training, comprehensive training, information exchange, self-governing teams, higher remuneration based
on the organization’s activities, and ultimately benefits for the organization.

The material methods of motivation can also include various bonus payments and cash rewards.
Intangible methods of motivation include various non-monetary bonuses, recognition in the team, taking
into account the opinions and ideas of highly qualified specialists, etc. It is important to value the qualities
of a person and not allow him to “stagnate” in one position, the rotation of personnel should be fair and
deserved. This is a strong motivational moment in the work. Conservatism in the organizational structure,
lack of movement and “fresh thoughts” in the leadership community lead to a decrease in innovation
activity and unmotivated staff to apply their knowledge and skills for the benefit of the enterprise, as a
strong opinion is formed that it will not lead to anything good, the innovator will not benefit no.

In conditions of innovative transformations, especially technological re-equipment of production, an
important point is the timely assessment of the so-called “innovative readiness” of personnel from the
standpoint of the theory of human capital.

Differences between Learning and Self-Learning Region

Region

Specifications
Student Self learning

. . Horizontal and vertical . .
Structural interaction . Mostly horizontal connections
connections

Awareness, awareness and | The goals and objectives of
acceptance of the goals and | the region are not cascaded
objectives of the region into the subjects of the region

The goals and objectives of the region are broadcast and
announced through the media, are available to all entities

Distance learning, the creation of a knowledge base accessible to
Teaching methods Traditional teaching methods | a wide range, the formation of an implicit knowledge base
accessible to the region’s population

Training through the improvement of the "personal" experience

Learning the external . L . . . )
& of the region, training in innovations achieved in the region, the

Leamning Content zzﬁrelf[:::e of related regions / dissemination of implicit knowledge. Critical study and use of
the experience of other regions and foreign experience
Vocational training of the Creation of conditions and educational opportunities for the
Student category . . .
working-age population population from one year to 99 years old
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The concept of innovative readiness is found in works devoted to the innovative development of
enterprises, but within the framework of our work we specify this concept precisely from the standpoint of
the theory of human capital, since we substantiated its role in innovative transformations, and it represents
those useful knowledge, skills and qualities of personnel that are necessary for the successful development
and implementation of innovations.

Thus, the system of personnel and its human capital management in the conditions of innovative
transformations at the enterprise should be supplemented by a mandatory procedure for monitoring and
increasing the innovative readiness of human capital. Its timely assessment will improve the efficiency of
development and implementation of innovations at the enterprise, reduce the payback period.

The innovative readiness in the classical sense shows the personnel’s willingness to accept innovation
and the ability to work with it [3]. From the standpoint of the theory of human capital, by innovative
preparedness we will mean precisely the presence of the necessary basic, technical and specialized
knowledge necessary for the implementation and effective application of innovative technology.

Conclusion. An innovative technology at the organization level is a self-learning organization. In our
work, we rely on the definition supplemented by V.P. Dudyashova, N.A. Kipen, E.V. Smirnova. SOO,
according to scientists, is an artificially created organizational system in which an active increment of
implicit knowledge is carried out, firstly, through the use of interpersonal communications directly in the
process of making managerial decisions; secondly, through the organization of lifelong learning based on
the institution of mentoring and other interactive forms using the transfer of experience through human
capital. "

An innovative technology at the level of human capital management is a sequence of personnel
processes that allow implementing a development strategy.

K. Anadusesa, I'. )K. AdabikepoBa, /I. M. AjikynemeBa
C. Ceiipynnun ateinaarsl Kazak arporexnukansik yausepeureti, Hyp-Cynran, Kazakcran
AJAMU KAITUTAJIJIbI BACKAPY

AHHOTanMsl. AlaMH Karutanasl 6ackapy 9icTepi y3/iK KbI3METKepiep/ii TaHIay MeH KbI3METKEp THUIMILUIIriH
apTTHIPYJbIH YHBIM VIIIH TanThIpMac pecypc eKEHIIriH Kepcereai. Alamu Kamurtaupl Oackapy OacuibLiap MEH
KOJIACTBIH/IAFbl KbI3METKEp apachlH/a aKIapaTThIH €PKiH aFbIHBIH KaJbIITACTHIPAIbI, TYJIFaapaiblK KapbIM-KaThIHAC
JIaFIbUIapBbl MEH KbI3METKEPJICP/IiH TYJIFAIIBIK KACHETTEPIH IaMbITYIbIH MaHbI3[IbUIBIFbIH aiKbIH 1AM/ TbI.

VHHOBaUMsUIBIK KaiiTa Kypy JKardalblHAa aJaMd KamuTal[bl THIMII Nal[ajaHy YIIIH OKBITY JXOHE KaiTa
Jlasipyiay  TYpIHIETl KbhI3METKepJiepAl bIHTalaHJbIpyJaH Oacka [a YdKAEMENK Tociiuep KOJAaHbUIYbl KaKer.
bipinmnigen, eHOekakpl Typaibl aliTKaH/Aa, KOFaphl OLTIKTI MaMaH THICTI JKaJlaKbl alybl THIC, OYJI KOCIOPHIHHBIH
©31HIH aJ]JaM1 KalnTaJbIH KOFAITY MYMKIH/ITIH a3aiTabl.

Anam — GU3MKAJIBIK Opi 91eyMeTTiK (aneyMeTTik) Gonmbic. COHABIKTAH aiaMJibl SKOHOMHUKANBIK KaTeropusi-
Japra TeMeHzeTyre Oonamaiabpl. Aam — TabuFaT eH KoraMJarbl Oenriii 6ip Taburu KadOijer rmeH KabuieT neci. Ajgam
Oenrini 6ip (GU3MKAIBIK, MATEPHAIBIK )KOHE KAPXKBUIBIK PECYpCTaplbl cana MEeH KaOUIeTTIH JaMyblHa )KyMCaiibl.
Taburu KaOijeT MmeH onapblH SKOHOMHKAJIBIK POJIIH/IET! dJIe€yMEeTTIK KacueTTep TaOuru pecypcrap MeH (H3UKaJIbIK
KamuTaJiFa yKcac.

Taburu pecypcrap cexkinmi amam OacTankbia €HIKaHAail SKOHOMHKAJbIK HOTWKe Oepmeiini. bexrimi Oip
HIBIFBIHAAP/BI (OKBITY, OLTiM Oepy, OUTIKTLIIKTI apTThIPY) JKY3ere achlpFaHHaH KeiliH (GU3MKaJIbIK KaluTal CUSKTHI
TaObIC OKEJIETIH aJaMU pecypcTap KallbIlTacabl.

Anaiia, «ajamMu pecypcTap» JHKOHE «aJiaMH KaluTal» KaTeropusuiapbl Oip-OipiHe ykcac emec. Anamu
pecypcrap, erep osiap TabbIC Tayblll, OalIbIK )KMHACA, KarnuTal 0oJa anaasl. bys nereHiMis, agam ©3iHiH jKeKe Kyl-
XKIrepiH, JarabpUIapbiH, OLTIMIH, KaOlIeTTepiH, MapbIHABUIBIFBIH MMaiiAagaHa OTHIPHIN, ©3IriHeH YHBIMIACTHIPBUIFAH
ic-opekeT HeMece 03 eHOeTiH KYMbIC Oepyllire cary apKpUibl KOFaMIBIK ©HAipicTe Oenriii 0ip opbiH anazbl. [leMexk,
ajlaM¥ pecypcTap/ibl alHAIBIM KaluTaJbIHA aifHAIBIPY YILUIH TayapJiblK HbICAHIA KOPCETUINeH KOHE SKOHOMHKAJIBIK
HOTIKE OepeTiH KbI3MET HOTIKEJIepiH/Ae aJaM olieyeTiH (pecypcTaphlH) icKe achIpyAbl KAMTaMachl3 €TeTiH Oenriii
Oip >karmainap Kaxer.
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Ou3nKanblK KanuTajd IEreHIMI3 — Tayap MEH KbI3METTep/i OHIIpyre KOJJaHBUIATBIH FUMapaT, MalluHa,
XaOMbIK Kateropusicbl. @U3MKaNbIK KalKuTall )KYMbIC KYIIiMeH Oipre eHIIpic MeH Tayapiap/bl, KbI3METTEP/i, COHbIH
ilIiHAe, JKaHa KanuTaJAbl KYpPY YIIIH KOJJAHBLIATBIH OHIIpiC (akTopbiHa aitHanaapl. KanuTtaniblH €H MaHbI3bI
€PEeKILEIIIr OHaIPIC OHIMI EKeHIIr aHbIKTAJIbI.

¥YilbIMIacThIpy JACHreiliHAer] MHHOBAIMSIBIK TEXHOJOTHs — O3JiriHeH OuTiM ajarelH yilbiM. FanmbiMumapabi
miKipiHIe, OyJ1 ®KacaH bl TYPHe KYPbUIFaH YHBIMIACTBIPYIIBUIBIK KY€, MyH/Ia aHbIK eMec OLTIMHIH OeJiceH Il ocyi,
OipiHmrieH, 6ackapy HielniMiH KaObLiay yAepiciHAe TiKelel TyJiFaapaliblK KapbIM-KaThIHACTBI Maiaany apKbLIbl
JKY3ere achIpbUIaJibl; SKIHIIIIEH, TONIMIepIiK HHCTUTYT jKOHEe 0acka Jla MHTEPaKTHBTI HbICAHAAP HETi3iHIe agamu
KalmuTaJl apKbUIbl TOXKIpHOe anMmacylpl KOJJaHa OTBIPBIN, ©Mip OOibl OKBITY/Abl YHBIMIACTBIPY HeETI3iHje
OPBIHIAIA/IBL.

Tyiiin ce3nep: MEHEHKMEHT, aJjaM KalluTallbl, dJIE€YeT, MHHOBAIMSIBIK MEHEDKMEHT, Pecypc.

K. Anadusesa, I'. K. AdabikepoBa, /I. M. AjikynemeBa
Kazaxcknii arporexundeckuii yausepcuret uM. C. Ceiidyiumna, Hyp-Cynran, Kazaxcran
YHPABJIEHUE YEJJOBEYECKHUM KAIIUTAJIOM

AHHOTanmsi. MeTo/bl YIIpaBJIEHHsT Y€JI0OBEYECKUM KallMTAIOM B BBHIOOpE JIyUIINX COTPYIHUKOB, TOBBIILICHUN
5QPEeKTUBHOCTH pPAOOTHI COTPYJHHMKOB JENaeT HMX HE3aMEHHMBIM DPECypcoM [Ulsl OpraHH3aluH. YTpaBlieHHE
YEJOBEUECKUM KallTaJOM CO3/1aeT CBOOOAHBIA NMOTOK HMH(OPMAIMK MEXIy HadaJbHUKAMH U IOJYNHEHHBIMH,
obecrieunBaeT BaXKHOCTh HABBIKOB MEXIMYHOCTHOT'O OOIIEHHS ¥ Pa3BUTHSI IMYHOCTH COTPYIHUKOB.

Kpome mMoTHBanmu nepcoHana B BHAE OOydYeHHS! M IEPENOJATrOTOBKH Ul 3((QEKTUBHOTO HMCIOIB30BAHUS €T
YEJOBEUECKOr0 KallMTala B YCJIOBUSIX HMHHOBAIMOHHBIX IpeoOpa3oBaHMi, HEOOXOAMMO NPHMEHITH W ApYrHe
MOTHBALlMOHHBIE TOAXOABL. B mepByio ouepenp, peub uzaer o0 ormiare Tpyla. BrlcokokBaanuIMpOBaHHBIN cre-
UAJIHUCT JOJDKEH MOJIydYaTh COOTBETCTBYIOUIYIO 3apabOTHYIO IIIaTy, YTO CHMYKAET BEPOSTHOCTH IOTEPH MPENIpHs-
THEM €Tro [IEHHOTO YeJIOBEYECKOT0 KarunTaa.

UYenosek, Oynyun (U3MUECKHM CYIIECTBOM, OJHOBPEMEHHO SBIISIETCS COLMAIBHBIM CYIIECTBOM, IHOATOMY
HEIb3s1 CBOAUTH YeJIOBEKAa K SKOHOMHYECKUM KaTeropusiM. UeloBeK SIBIISICTCS HOCHTENIEM ONpPENeNICHHBIX MPHPOJI-
HBIX MHIMBUAYaJbHBIX CIIOCOOHOCTEH M TAlaHTOB, KOTOPBIMH INPHUPOJAA HaJeNIWiia €ro ¥ pPa3BHBAIO OOLIECTBO.
YenoBek TpaTHUT ompejeiieHHble (U3NUECKHe, MaTepualibHble M (DMHAHCOBBIE PECYpPChl Ha Pa3BUTHE KayeCcTB U
cniocobHocreil. [IpuposHbIe CIOCOOHOCTH M TPUOOPETEHHbBIE COLMAIbHBIE Ka4eCTBa 110 CBOEH IKOHOMHYECKOH ponn
CPOJIHM IPUPOJHBIM PecypcaM U pU3NIECKOMY KalHuTaly.

Kak u npupogHbIe pecypchl, 4elIOBEK B CBOEM II€PBOHAYAIBHOM COCTOSHMM HE MPUHOCHT HUKAKOTO SKOHOMHU-
gyeckoro 3¢dekra. [Tocne ocymecTBieHus onpeneneHHbIX 3aTpar (00yueHne, o0pa3oBaHue, TOBBIICHHE KBATH(H-
Kaun) (GopMHUPYIOTCS YeJIOBEYECKHE PEecypchl, KOTOpble MOTYT TI'€HEpHUpOBaTh J0XOJ, Hampumep, (U3HMUECKHi
KaIuTal.

OnHaKo KaTeropuy <«4eJOBEUECKHE PEeCypChD» M «UENIOBEYECKHH KaluTad» HE HWIEHTUYHBI JIPYT JPYTY.
YenoBeueckne pecypchl MOTYT CTaTh KallUTAJIOM, €CJIM OHM NPHHOCAT JOXOJ M CO3Ial0T 0OraTrcTBo. JTO O3HAYaeT,
YTO YeJIOBEeK OyJeT 3aHMMaTh OIpEJEJICHHOE MECTO B OOIIECTBEHHOM ITPOM3BOACTBE IMOCPEICTBOM CaMOOPIaHH-
30BaHHOHN JIEATENILHOCTH WJIM MPOJAXH CBOETro TpyJa paboTONATEeNIo, UCIOJIb3Yysl CBOM COOCTBEHHBIE (DM3MUECKHE
CHIIBI, HaBBIKH, 3HAHUs, CIOCOOHOCTH, TanaHT. [losTomMy s mnpeoOpa3oBaHMsI UYEIOBEUECKHX PECYpCOB B
00OpOTHBIN KanuTaja HeOOXOAUMBI OIPE/ICJICHHBIE YCIIOBHUS, KOTOpPBIE oOecriedyry Obl pean3annio 4eJI0BEYeCKOro
noTeHIMana (pecypcoB) B pe3yibTaTax JAEsTEIbHOCTH, BHIPAXXCHHOH B TOBapHO Qopme M NMpUHOCSIIEH 3KOHO-
Mudeckuit 3 dekr.

@du3nveckuii KanuTal — 3TO KaTeropusi, Moj KOTOPOW ITOApa3yMeBalOTCs 3AaHMs, MallMHBI, 000pyaoBaHuE,
UCIIOJIb3yEMBIE /ISl TIPOM3BO/ICTBA TOBAPOB M yCIIyr. Pu3nueckuii KarmuTan B COYETaHUH C TPYAOM IIpeBpaIaeTcs B
(hakTOp MPOM3BOJCTBA, KOTOPBIH HCIIOJIB3YETCS JJIsl CO3JaHUsl TOBAPOB M YCIYT, B TOM YHCJE HOBOTO KaluTaja.
OkasbiBaeTcsi, camasl BakHas OCOOCHHOCTh KalWTaja 3aKJIlo4aeTcs B TOM, YTO OH SBISIETCS HPOJYKTOM
IIPOM3BO/ICTBA.

VHHOBanMOHHAsT TEXHOJIOTHMS Ha YPOBHE OpraHu3aluMi — camooOydaromasics opranuzaunusi. [lo mHeHHIO
YUYEHBIX, 3TO UCKYCCTBEHHO CO3/[aHHAas OpraHM3allMOHHAsl CUCTEMa, B KOTOPOH aKTHBHBINA IPUPOCT HESBHBIX 3HAHUN
OCYIIECTBIISICTCS, BO-TIEPBBIX, TOCPEJICTBOM HCIIOJIB30BAHHUS MEKINYHOCTHBIX KOMMYHHKALIMA HEIOCPEICTBEHHO B
IpoLecce NPHHATHS YIIPABIEHUYECKUX PELICHHUI; BO-BTOPBIX, YePE3 OPraHU3aliio 00y4YeHHs Ha MPOTSHKEHUH BCer
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