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COMPREHENSIVE METHODOLOGY
FOR ASSESSING HUMAN CAPITAL AND PROBLEMS
OF ITS ASSESSMENT

The article discusses ways to assess human capital. In recent decades, the urgency of the problems
associated with the assessment of human capital and its components has not only faded away, but also
increased as the number of companies grew. The interest of economics in human creative abilities, in
the ways of their formation and development has sharply increased. Issues of human capital valuation
are of interest due to the complexity and versatility of this category, as well as its importance for the
effective functioning of the economy. Given the intangible nature of human capital, manifested in the
form of knowledge, skills, work and management skills, as well as its continuous accumulation and com-
munication with specific employees, it should be noted that a specific set of criteria is less important
than the process of measuring and using the information collected. The systems for evaluating human
capital based on certain quantitative criteria are based on value and natural approaches to its definition.
Methodological approaches to the economic definition of human capital, based on different models,
develop ideas that provide new, more realistic options for evaluating human capital. The formation and
development of human capital takes place with the direct participation of the family, the state, enter-
prises and various public funds. At present, when an employee of an organization must be constantly
active in improving his abilities, it is necessary to take into account the fact that learning takes place
throughout his life.

Key words: human capital, human capital assessment, methods of human capital assessment, ac-
counting for human capital, employee’s personal capital.
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AAaMM KarnuTaAAbl 6ararayAbiH,
KelLUeHAl aAicTemeci XkdHe OHbl 6aFaray MaceAeAepi

Makarapa apamMm KanmTaaAbl Garanay aaicTepi kapacTbipbiAfaH. COHfbl OH >KbIAABIKTA aAaMM
KarnmTaAAbl >K8HE OHbIH Kypamaac OeAikTepiH 6Garanay MaceAeAepi KOMMAHMSAAP CaHbIHbIH ecyiHe
6aAQHbICTbl ©3EKTIAIr apTbIM OTbIP. IKOHOMMKAADIK, FbIAbIMHbIH aAAMHbIH, LLIbIFapMaLLbIAbIK, KabiAeT-
TepiHe, OHbIH MarMAa OOAYbl MEH AaMy >KOAAAPbIHA AEreH KbI3bIFYLLbIAbIFbI XKEAEA apTyAd. AAamun
KanmTaAAbl 6araray mMaceAeAepi OYA KaTeropumsiHbiH, KYPAEAIAINIMEH KOr KbIPAbIAbIFbIHA GaiAQHbICTbI,
COHbIMEH KaTap 3KOHOMMKaHbIH, KbI3METIHIH TUIMAIAINIH KamMTamacbl3 €Ty YLWiH KbI3bIKTbl. Aaamu
KarnmTaAAblH MaTepUaAAbIK, eMeCTIriH,BiAIMIH, KaBiAeTiH, KYMbIC XeHe 6acKapyLbIAbIK, KaCMeTTepiH
JKOHE A€ OHbIH, Y3AIKCi3 KAAbINTACYbl MEH HAKTbl >KYMbICLIbIAAPMEH OaiiA@HbIChIH €CKEpe OTbIpbir,
>KMHAAFAH aKMapaTTbl 6ALIEYMEH MaAAA@HY YPAICIHIH HAKTbl KPUTEPUMAEP XKMbIHTbIFbIHA KapaFaHAQ
KYHAbI €KEeHAIriH atan ety KaxeT. beAriai 6ip caHAbIK, KpuTepumaep GOMbIHLIA aAaMM KaruTaAAbl
Garanay >KyMeci OHbl aHbIKTayAafbl KYHAbIK >K8HE HaTypaAAblK, TOCiAAEpre Herizaeseai. Apamu
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KanMTaAAbl 3KOHOMMKAAbIK, aHbIKTAyAaFbl 8p TYPAI MOAEAbAEPre Heri3peAreH aAiCTeMeAik TaciaAep
aAaMM KamnmMTaAAbl OarasayAarbl >KaHa LiblHAMbl HYCKAAAPAbl AAMbITATbIH MAESIAAPAbBI XKETIAAIpYre
MYMKIHAIKTED 6epeai. AAamm KanMTaAAbl KAAbINTACTbIPy MEH AAMbITY >KaHYSIHbIH, MEMAEKETTIH,
KOCIMOPbIHHbIH, >KOHE 8p TYPAI KOFAMAbIK, KOPAAPAbIH TiKeAel KaTbICybIMEH >KY3€ere acblpblAaAbl.
Kasipri ke3ae, yibiM KbI3METKEPi 63 KabiAeTTepiH AambITyAa apAaibiM OEACEHAIAIK TaHbITYbl THIC
>KOHE OA OHbl OMip OOVbl XXETIAAIPETIHAIMH eckepy Kepek.

Ty#in cesaep: apamm KanmTaa, aAamm KarnmMTasAbl GaFrasdy, aaamm KanmMTasAbl Garasay aaictepi,
aAamMM KanmTaa ecebi, >KYMbICLLbIHbIH, KEKE KaruTaAbl.
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KomnaekcHas METOAOAOInMs OLLEHKH
YyeAaoBeY4YeCKoro Karnmtana 1 I1p06/\eMbl €ro OLeHKH

B ctatbe pacCMaTpmBatOTCA Crnocoobl OLLEHKM YeAOBEeYEeCKOoro KanmTaAa. B nocaeaHme aecatmaeTus
AKTYaAbHOCTb np06/\eM, CB$3aHHbIX C OLIEHKOM YeAOBEYEeCKOro KanmtaAau ero COCTaBASAKOLWMNX, HE TOAbKO
He yraCAaa, HO M BO3POCAa Mo Mepe poCTa KOANYeCTBa KoMmaHui. Pe3ko BO3pPOC nHTepec 3KOHOMMYECKOM
HayKHM K YeAOBEeYeCKNM CO3NAATEAbHbIM Cl'IOCO6HOCT$1M, K MYyTAM MX CTAHOBAEHUA 1 Pa3BUTUA. BO]'IpOCbI
OLUEHKN YEeAOBEYECKOro KarimTaAa Bbi3bIBalOT MHTEPEC BBMAY CAOXKHOCTU M MHOIOrpaHHOCTU AaHHOM
KaTeropmmn, a Takxxe €€ 3HaUeHUs AAS obecrnieyeHuns 3CbeeKTl/lBHOCTVI beHKLLl/IOHVIpOBaHl/Iﬂ 3KOHOMUKMH.
YuunTbiBas HEMaTEPMAAbHYIO CYLLHOCTb YEAOBEYECKOro KarnnmrtaAa, NposaBALAIOLLErOC4d B cbopMe 3HaHVIl7I,
CI'IOCO6HOCTel7I, pa6oqu 1 yrpaBA€HYECKNX HaBbIKOB, a TaKXKe €ro HernpepbiBHOE HaKOoMnAeHne 1 CBA3b
C KOHKPETHbIMUA pa6OTHVIKaMVI, CAEAYET OTMETUTb, YTO KOHerTHblVI Ha6op Kputepmnes MeHee Ba>kKeH,
YeM npouecc namMepeHnsa 1 MCrnoAb30BaHME CO6paHHOI7I VIHCbOpMaLLl/IVI. Cuctembl OLIeHKN YeAoBe4YeCKOoro
KalnnTaAa MO OnpeAeA€HHbIM KOAMYECTBEHHbIM KPpUTEPUAM OCHOBbLIBAIOTCA HaA CTOMMOCTHBIX U
HaTYPaAAbHbIX MOAXOAAX K €ro OrpeAeAeHuIo. MeToAOAOrMYECKME MOAXOAbI K 3KOHOMNYECKOMY
OornpeAeAeHnto 4YeAoBeYveCKOro KarnnTaAd, OCHOBAHHbIE Ha Pa3AMYHBIX MOAEASX, Pa3BMBAIOT UMAEN,
Aatouie HOBble, 6onee rlpVI6AVI)K8HHble K peaAbHOCTM BapMaHTbl OLUEHKM YEAOBEYECKOro KarimTaAa.
(DOpMVIpOBaHl/Ie 1 pa3BUTHNE HYEeAOBEYEeCKOro KanmTaAa NPONCXOAUT C HEMOCPEACTBEHHbLIM y4YaCTMEM
CeéMbM, TOCYAaPCTBa, I'lpeAI'IpVIHTl/IVI 1N Pa3ANYHbIX O6U.LeCTBEHHbIX (bOHAOB. B HacTosuee BpeMs, KOraa
pa6OTHl/lK opraHmn3aumMn AOAKEH MNMOCTOAHHO MNPOSABAATb aKTMBHOCTb B COBEPLUEHCTBOBAHMM CBOUX
CI'IOCO6HOCTel7I, HeO6XOAl/IMO YYUnUTbIBATb TOT CpaKT, 4yTO 06yquV|e NMPONCXOAUT B TeueHune BCEW >XM3HMN.

KAroueBble cAoBa: yeAOBeveCcKmin KanmtaA, OueHKa 4YeAoBeYeCKOro KarimtaAa, Crnocoobl OLEHKHA
YEAOBEYECKOro KarnnmrtaAa, Y4eT YHEAOBEYECKOro KarnnmraAaa, AMYHBIN KanuTaA pa6OTHl/1Ka.

Introduction

In modern conditions, it seems promising to
implement targeted approaches to assessing human
capital in enterprises.

Traditional accounting science and practice
do not consider human capital as an object of ac-
counting, so this generally accepted economic cat-
egory is not subject to registration in the accounting
system of accounts and disclosure in the financial
statements. It is also noted by American economists
L. Edvinsson and M. Maloun that the basis of the
so-called knowledge economy is huge investments
in human capital and information technologies,
but they do not find a positive reflection within the
framework of traditional accounting (Edvinsson,
Malone, 1997: 45).

In the era of globalization, among the socio-
economic changes emphasized the strategic impor-
tance of human capital in the organization. The evo-
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lution of human resources and their transformation
into human capital are a natural consequence of the
fact that human capital becomes the main creator of
values, as well as the factor determining the com-
petitive position of a company (Yukhnovich, 2007:
13-14).

In recent years, the issue of intra-organizational
career development of employees is being updat-
ed as an alternative to using traditional strategies
aimed, for the most part, mostly on recruitment and
selection. In modern conditions, traditional strate-
gies only increase the costs of enterprises, without
bringing significant results due to objective factors
of personnel turnover.

Companies are gradually moving to using an
approach to employees based on the differentiation
of employees and the diversification of their orga-
nizational development for the purpose of person-
nel promotion in the company of the most valuable
employees. In this regard, an objective need arises
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for the formation of a comprehensive system for
assessing human capital and its concrete imple-
mentation.

Methods for evaluating human capital are based
on qualitative and quantitative criteria. Currently, in
many enterprises, there is a problem in the actual
absence of a model for evaluating human capital,
despite the presence of a number of internal docu-
ments affecting certain intra-organizational aspects
of such an assessment.

A. Pochtovski identifies three main areas of hu-
man capital management:

— area of human capital creation,

— area of human capital use,

— the area of transformation of human capital
into structural capital.

The creation of human capital takes place within
the framework of the personal function of the enter-
prise, which includes the following steps: planning
human capital, attracting personnel, evaluating, de-
veloping and remunerating personnel, communicat-
ing or creating interpersonal relations (Pochtovski,
2007: 41).

In recent decades, the urgency of the problems
associated with the assessment of human capital
and its components has not only faded away, but
also increased as the number of companies grew.
Human capital, as an integral part of the intellectual
capital of an organization and investment in it,
has become one of the main factors for increasing
the competitiveness of an enterprise. Investments
related to the modernization of the fleet of
equipment, upgrading the technologies necessary
for the release of new, more modern models of
competitive products are inextricably linked with
investments and into the human capital of the
organization.

Among the methods for evaluating the human
capital of an organization, the following methods
are widely used in the economic literature:

— methods of  qualitative assessment
(performance assessment);

— methods for assessing human capital based on
the calculation of the cost of human capital;

— method for determining (or analyzing) initial
and restoration costs for personnel;

— method of measuring the individual cost of
the employee;

— assessment of the income generated by human
capital (individual);

— quantitative assessment of human acquired
knowledge, skills, abilities;

— by the way of investing in human capital —
health capital, education capital, culture capital;

— integrated assessment of human capital, in-
cluding both in-kind and value indicators of human
capital, etc. (Linev, 2015: 53-56)

The interest of economics in human creative
abilities, in the ways of their formation and
development has sharply increased. Most companies
are beginning to attach great importance to the
accumulation of human capital, as the most valuable
of all types of capital One of the ways to accumulate
human capital is to invest in a person, in his health
and education. Today, the study of the problems of
increasing the efficiency of using the productive
forces of people, who are being realized in modern
conditions in the form of human capital, is not just
relevant, but is put on the list of priorities in the
structure of social and economic research (Dolintsa,
2010: 370-373).

Materials and Methods

Model valuation of human capital. Issues of
human capital valuation are of interest due to the
complexity and versatility of this category, as well
as the importance of this category to ensure the
efficiency of the economy.

The basic aspects of human capital valuation are
due to its key role in the economic development of
modern enterprises, and the ability of human capital
to influence the value of the company, as a special
intangible asset. In this regard, the system for
assessing human capital should assume the presence
of an effective approach to certain criteria, on the
basis of which information is collected and analyzed,
reflecting the value of the human capital of an
enterprise. At the same time, it can be fairly assumed
that the realization of the strategic potential of an
enterprise is impossible without the development of
key professional skills and knowledge of personnel.

Given the intangible nature of human capital,
manifested in the form of knowledge, skills, work
and management skills, as well as its continuous
accumulation and communication with specific
employees, it should be noted that a specific set
of criteria is less important than the process of
measuring and using the information collected.

An important theoretical approach to the
valuation of human capital is the approach M.M.
Kritskiy in accordance with which human capital
is not only sold and bought, but also depreciated,
advanced and reimbursed like fixed assets.
Human capital is a long-term economic resource.
It carries out a specific economic turn, passing
the corresponding stages of its reproduction, and
manifests itself in various functional forms. When
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calculating total human capital by M.M. Kritskiy
basic data such as population structure by age, the
size of the total consumption fund, the employment
structure, including the number of people employed
in the production of consumer services, the number
of people employed in material production and the
number of people unemployed in production, as
well as the average life expectancy are used.

To obtain a valuation of human capital,
the assessment is carried out in two directions
independently of each other:

1) the quantitative assessment of the human
capital of the company, allowing to calculate
the goodwill of human capital as an individual
employee, and the entire staff of the company;

2) a qualitative assessment of the human capital
of the company (assessment of the effectiveness
of the activities of employees), using criteria that
take into account the quality and volume of work
performed, competence and independence, etc.

The personnel of the company are considered as
the object of human capital assessment.

Qualitative criteria reflect management models
and methods for evaluating human capital. Such
management models, on the basis of which systems
for assessing human capital are developed, are, for
example, the balanced scorecard, the EFQM quality
model.

The systems for evaluating human capital based
on certain quantitative criteria are based on value
and natural approaches to its definition. The main
quantitative approach is the «educational model,
which uses temporary estimates of human capital,
reflected in man-years of study». According to this
model, the more time spent on the education of a
person, the more human capital it possesses. Such
an approach is based on the premise that the time
spent on education directly determines the level
of education of a person, therefore, it can be used
to assess the professional knowledge and skills of
a person. At the same time, this approach allows
one to take into account both the unequal duration
of the school year or period, and the different
value of one year of study depending on the level
of education. In accordance with this, it is possible
to fairly objectively evaluate human capital, taking
into account secondary education at school, higher
education at university, vocational education in
various courses and additional programs, taking into
account their differentiation and the impact on the
value of human capital. Different models using this
approach can be applied both at the enterprise level
and as an individual worker, and for integrative
assessment, reduction and multiplication factors can
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be used for different types of education (Ivanova,
2011: 112).

An alternative to the educational model is an
analytical model for assessing human capital.

The analytical model for evaluating human
capital allows for an approximate calculation of the
value of the human capital of an enterprise based on
an individual assessment of the personal capital of
the workers.

The analytical model of human -capital
assessment operates on three criteria:

— human capital of an enterprise (Che) — total
cost of personal potentials of all employees;

— employee’s personal capital (Cep) — a set of
qualities and capabilities of an individual employee;

— hierarchical potential (Hp) — the coefficient
corresponding to the place of the individual
employee in the structure of the enterprise, which
depends, first of all, on the position held and,
accordingly, on the salary due to the employee, but,
most importantly, on the long-term expectations
of returns from his contribution to the enterprise’s
activities.

The personal capital of an employee is
determined by the product of wages in homogeneous
positions and hierarchical potential:

Cep = Wage * Hp (1)

At the same time, wages can be understood
as both paid and planned wages of an employee.
The hierarchical potential corresponds to the job
duties and the average market assessment of the
work of workers in such positions. An approximate
calculation of the human capital of an enterprise
can be made by adding together the personal capital
of the employees of this enterprise, which, in fact,
reflects the monetary value of the intangible asset
as a whole.

Che =) Cep (2)

The key feature of this approach is that the
system of hierarchical potentials for employees
holding certain positions is formed by each enterprise
independently, depending on the value of work in
a particular position. Criteria and guidelines may
differ even in relatively homogeneous enterprises, if
the value estimates of work in a particular position
do not match. Consequently, the personal capital of
an employee is an indicator-benchmark, allowing to
evaluate the contribution of his work to the results of
economic activity of the enterprise, and on the other
hand its value for the enterprise.
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An example of an assessment of the human
capital of an enterprise according to an analytical
model is given in Table 1.

According to this model, it is possible to
determine the personal capital of an employee as
a separate individual in the organizational and
managerial aspect. The sum of the personal capital

of individuals represents the human capital of the
enterprise, which can be used by the management of
the organization as a guideline. At the same time, this
approach makes it possible to estimate the integrated
estimated costs per employee, including medical
insurance, bonuses, direct wages, transportation
costs paid and other types of expenses.

Table 1 — Analytical model for assessing the human capital of an enterprise

Position Salary at tt‘il;lsgznterprise, Ave;zgieo;atl:lerz gl: the Hieratr}f:i:;tle;sg;e;tial in Cep, tenge

CEO 200000 140000 2 280000
Chief Accountant 180000 130000 1,9 247000
Commercial Director 170000 130000 1,9 247000
Executive Director 150000 110000 1,8 198000
Sales Manager 130000 90000 1,6 144000
Head of marketing department 100000 60000 1,4 84000
Total 1200000
Note compiled from source (Borisenko, 2014: 33-38)

The application of this approach in a particular
company allows the management of the organization
to rely on a certain desire of employees to intensify
their work, to offer innovative ideas, while the
employees themselves can receive adequate
remuneration in accordance with the results of the
company.

Applied aspects of human capital assessment
are related to its quantitative expression for the
development and adoption of certain management
decisions based on the results obtained.

The widest range of applied tasks allows solving
the systems for evaluating human capital based on
quantitative criteria and various approaches of an
analytical model for evaluating human -capital,
which is an alternative to an educational model.

Competencies determine the skills necessary
to perform work effectively, while human capital
addresses a global problem. That is, competences
relate to the decomposition, disintegration and
sale of human capital. Thus, human capital is
considered as a whole, or rational, with the value
and uniqueness of knowledge. Taking into account
the relationship between competencies and human
capital, the following question arises: what do we
consider, what competencies determine human
capital in a company? Is it enough to say that it is
valuable or unique? Or: is it possible to determine
the conditions of competence and determine the

value and uniqueness of human capital? The value
and uniqueness of human capital are two concepts
that differ in content, and in this regard they are
related to the company’s strategy, which clearly
indicates the definition of these two values (Diaz-
Fernandez, Lopez-Cabrales, Valle-Cabrera, 2014:
205-222).

Thus, approaches to the assessment of human
capital are largely determined by the capabilities
of the enterprise producing such an assessment, a
criterial list of factors that allow determining human
capital, and the formalization of the assessment
procedure. It should be noted that the most effective
is the combination of management models, value
and natural approaches to the assessment of human
capital.

In accordance with the organizational and
managerial approach, the assessment of the use of
human capital is carried out in the following areas:
analysis of labor indicators and structure of labor
resources; analysis of the efficiency of working
time; analysis of the efficiency of use of labor
resources. Such a system for assessing human
capital does not include quantitative assessment
methods, limited to only qualitative indicators
and formalized methods of analysis. It should be
noted that this characterizes the system of human
capital assessment existing at the enterprise from
the negative side.
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Organizational ~ learning is  becoming
increasingly important for the strategic renewal of
organizations in the digital and high-tech economy.
Organizations with enormous diversity are
particularly successful in the current environment,
when firms must be efficient and quickly adapt to
change. The research results show the differences
in training between marketing and production
units, as well as various methods of personnel
management and types of human capital. Human
capital mediates between the practice of HRM and
learning (Diaz-Fernandez, Pasamar-Reyes, Valle-
Cabrera, 2017: 63-77).

Intellectual resources of the company are the
main value generators in the knowledge economy
(Wang, Chang, 2005: 222-236). In this regard, such
a knowledge management initiative, such as creating
intellectual capital for management purposes, can
help expand the list of opportunities for assessing
human capital at the organizational level. This
initiative, linking the analysis and evaluation of
human capital, will structure the priorities and goals
of the organization, which in the conditions of the
knowledge economy becomes a top priority.

According to current practice, the assessment
of the professional qualities of staff affects the
performance of their labor input and reflects the
degree of its compliance with staff activities.
In accordance with the adopted provisions, the
assessment of human capital is made in relation to
qualification requirements and necessary knowledge,
as well as professional skills.

In this case, the following are the objectives of
human capital assessment:

— improving the selection,
placement of personnel;

— stimulating the growth of employees’
qualifications and increasing responsibility for the
results of decisions made;

— development of initiative and creative activity
of managers, specialists and employees;

— creation of a reserve.

Accordingly, the objectives of assessing human
capital are:

— determination of official correspondence of
managers, specialists and employees of the position
held;

— identifying prospects for the use of potential
abilities and capabilities of the employee;

— stimulation of the growth of professional
competence of the employee;

— determination of areas of professional
development, professional training or retraining of
the employee;

training and
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— the submission of proposals on the movement
of personnel, the dismissal of an employee, and the
transfer to more or less qualified work.

Literature review

One of the first formulations of human capital
is found in «Political Arithmetic» by W. Petty, who
substantiated the category as «living acting human
forces» and proposed to consider them as an integral
part of national wealth. At the scientific level, the
first study of the problems of human capital belongs
to A. Smith. In his well-known work, A Study on
the Nature and Causes of the Wealth of Nations, he
proved that the differences between the possibilities
of people with different levels of education and
training reflect the differences in their income
necessary to pay to acquire these skills. Therefore,
income from investments in professional knowledge
can be compared with income from investments in
tangible assets. This comparison, however, has its
limitations. Firms own material resources, but not
their employees, unless, of course, talking about
slaveholding system (Smith, 1962: 176).

The theory of human capital was created by
Nobel Prize winners in economics T. Schultz
(1979) and G. Becker (1992). By calculation, they
showed for the first time the advantages of people
with special education over people with general
secondary education in terms of income and raised
the cost of education to the level of productive
investment, and education to the level of the most
important development factor (Korchagin, 2012:14).

In the economic literature one can find many
definitions of the concept «human capital». The most
common definitions are: G. Becker «Human capital
is a combination of innate abilities and acquired
knowledge, skills and motivations, the effective use
of which contributes to an increase in income and
other benefits» (Korchagin, 2012: 4); A. Dobrynin,
S. Dyatlov, E. Tsyrenova «Human capital is a stock
of health, knowledge and skills that contribute to
productivity growth and affect income growth»
(Dobrynin, 2002: 309); V. Maksimovich «Human
capital is a combination of the existing, accumulated
and developed abilities and qualities of a person,
which are used in the production and consumption
of economic goods, bring profit to its owner, as well
as effect at the place of use and contribute to the
growth of the state» (Maksimovich, 2011: 204-211).

Thus, human capital appears as any other factor
of production that requires systematic investment,
but unlike other resources, it is capable of creating
added value even more. At the same time, in the
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above definitions, human capital acts as both the
goal of economic development, and as the main
productive resource, without which any expedient
activity in general is impossible.

The discussion that human capital should be
evaluated and displayed in the accounting system
has been going on for a long time. Increasingly, in
foreign and Russian economic science they justify
the need for its accounting reflection.

Questions related to the study of the problems
of formation and use of accounting information
in the human resource management system have
always caused scientific interest among specialists.
Studies aimed at the development of the concept
of human resources accounting are the works of
foreign economists: E. Flamholz, J. Fitz-Onz, M.
Armstrong, R. Likert, etc.

E. Flamholz, the founder of the concept of
accounting for human resources, believed that
human capital is the organization’s most valuable
resource, and therefore it must be taken into account
as an asset of the organization. Human resource
accounting information is essential in making
strategic decisions. He outlined three main criteria
for recognizing human capital as an asset: potential
future economic benefit, existence of ownership
rights or control by an economic entity, measurability
in monetary terms (Flamholtz, 2012: 390).

G. Becker determined the value of human
capital on investments for special training. This is
the time spent and the efforts of the student himself,
the teaching activities carried out by others, and
the equipment and materials used. G. Becker also
included the investment in human capital as payment
for the services of employment agencies, the cost of
finding a new job, the time spent on interviewing,
testing, inquiring and clerical work, investments
in health, ensuring increased productivity (Bekker,
1993: 109-119.).

In recent years, interest in the accounting
interpretation of human capital as an accounting
category has only increased. This is evidenced by
appearing in 2010 — 2016 scientific studies of a
number of authors, including L.A. Chaykovskaya,
Yu.O. Bystrov, S.A. Nikolaeva, S.V. Shebek, N.
Bontis, O.A. Ageeva, M.1. Cooter, N.S. Tonkokurov.

N. Bontis outlined the main reasons why
accountants and financial analysts rejected the
idea of accounting for human capital. The reason
for such a skepticism about the scientific concept
is that all models for evaluating human capital, to
one degree or another, are subjective and uncertain,
which does not provide confidence in the accuracy
of measurement. In addition, the moral side of the

issue plays an important role (Goshunova, 2014:
240).

At present, there are several approaches, among
which human capital is proposed to be recognized as
an expense of the current period, an obligation, an
asset, a separate type of intangible assets, considered
as an integral part of the company’s business
reputation. Proposals are made on accounting for
human capital as one of the types of long-term
assets of the company. At the same time, researchers
propose spending on the formation and development
of human capital to depreciate and include in the cost
of the created product, and to display the expenses
on the development of human capital in the context
of' the following stages: vocational guidance, search,
hiring, personnel adaptation, accumulation of growth
potential, achievement of professionalism, study and
advanced training, capitalization of knowledge as a
result of advanced training, reduction and «moral
agingy of professionalism. However, this method of
calculation is rather laborious and cannot be used in
all firms without exception.

In order to create effective accounting and
management reporting in an organization, elements
of human capital should be classified and accounted
for as separate and independent human capital assets.
Moreover, the classification of human capital is to
some extent feasible: the number of new products,
the assessment of customer loyalty, the percentage of
employees with a degree —these quantitative indicators
are almost identical to the assets of human capital
(human, structural and relational capital). However,
human capital assets are often interdependent, which
excludes the possibility of separation from each
other and subsequent independent classification. It is
because of the complex nature of human capital that
the approach to the inclusion of all human capital
assets in one asset, goodwill, has spread (Tseng, Goo,
2005: 187-201).

Human capital in auditing is fundamental
to the audit industry. Does human capital in
auditing activities (on education, on the level of
customers of auditors) affect the probability of
financial distortion? Is there a connection between
professional experience, level of education and
financial distortion? However, the question remains
whether human capital in auditing affects the quality
of the audit. Human capital can be formed through
education and professional experience gained in
the workplace, training, consumption and in-depth
knowledge of the economic system. Among these
factors, education and professional experience are
considered as the two most important aspects of
human capital. Education, an important component
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of human capital, can help people improve their
cognitive abilities and solve ethical problems of
human capital in auditing. (Xingqiang, Jingwei, Fei,

2018: 38).
However, human capital in terms of
the development of innovations, becoming,

undoubtedly, the main economic resource, should be
provided with accounting methods and methods of
its accounting, methods of transforming accounting
results in financial statements. The complexity of
updating the theory of accounting for human capital
is enhanced by the fact that not only is the way to form
human capital as a carrier of knowledge, but also
the process of its transformation into technological
innovations, is lengthy. It is human potential that,
unlike other forms of assets, is distinguished by the
fact that its creation takes a long time and is based
on human mental activity, which personifies the
time and resources spent, but which is difficult to
account for and evaluate in the subject’s information
system (Kaplan, 2003: 320).

Results and discussion

Problems of valuing the human capital of the
company. In modern economics, the concept of
«human capital» is used to describe the abilities
and skills of individuals that affect the efficiency of
their work. Therefore, it can be said that productive
and inseparable abilities from the individual are
treated as capital. The use of this concept provides
new opportunities for studying such major problems
as economic growth, improving living standards,
the place and role of education and health care in
social reproduction, the content of the labor process.
However, at present, among the numerous variations
of the human capital assessment, there is no one that
would correspond to its real volume. The reason
for this is, firstly, the imperfection of measurement
technologies, mathematical models, the difficulty
of statistical accounting. Secondly, for a reliable
assessment of human capital, it is necessary to
take into account a number of existing factors that
cannot be assessed in principle. Along with this,
it is difficult to foresee the consequences of the
development of events caused by a combination of
these factors. Thus, the purpose of this work is to
analyze the reliability of human capital estimates
and the sufficiency of the data for the construction
of these estimates.

It is worth noting that the assessment of human
capital components occurs at different economic
levels: micro-level — human capital at the individual
level and human capital of enterprises and firms;

ISSN 1563-0358
eISSN 2617-7161

meso-level — human capital of large corporations
and regions; macro-level — the total human capital in
the scale of the national economy (society); mega-
level — the combined human capital on a global,
global scale.

With all the variety of methods, several basic
approaches to the assessment of human capital
are distinguished, based on: investment in human
capital development; capitalization of returns;
natural indicators (skills, competencies and literacy
of the population).

It should be noted that in each approach there
are a number of difficulties and contradictions.
Thus, when assessing human capital on the basis of
investments, many scientists are of the opinion that
the formation of human capital requires all costs that
are aimed at maintaining human life. A supporter of
this method was Ernst Engel, he believed the costs
of raising children could be estimated and taken
as a measure of the monetary value of children for
society.

The point of view of others is that the costs
of producing human capital are equated only with
costs that increase people’s productive capacities,
for example, investments in formal education.
Formal education is the education system. However,
although this type of cost is relatively easy to
determine, it is only a fraction of the total human
capital accumulated.

The cost approach to the valuation of human
capital, proposed by K.N. Chigoryev (micro- and
meso-level). According to this method, all costs
associated with human capital are divided into three
main groups: payroll (all payments to employees,
including wages, taxes, bonuses, incentive
allowances, etc.); intellectual capital costs (costs of
training, retraining, advanced training of employees,
participation in conferences; research costs, etc.);
and the cost of «health capital». By «health capital»
is meant an investment in a person, carried out with
the aim of forming, maintaining and improving
his health and efficiency, for example, the costs
associated with health protection (conducting
preventive examinations of employees, additional
health insurance and other measures to prevent and
prevent disease).

Despite the fact that the method proposed by
K.N. Chigoriaev, does not include the inflation
component, in contrast to most other methods, his
relative simplicity of calculation and accounting
for not only the educational component, but also
the wage fund and the health component deserve
attention. It is known that health and education
are the main factors involved in the formation of
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national human capital. The results of recent studies
indicate that the level of human health is only
8-10% dependent on health, 20% on environmental
conditions, 20% determined by genetic factors
and 50% depends on the lifestyle of the person. It
should be noted that in terms of human well-being,
his health, according to WHO, is 10%, respectively,
and the same contribution can be indicated in human
capital. Based on the foregoing, it follows that

Table 2 — Key problems in assessing human capital

the components of health and education not only
belong to the aggregate of human capital, but are its
formative factors (Borodin, 2013: 103).

In modern conditions, human capital in
Kazakhstan is the main factor of intensive economic
growth. However, the need to assess human capital
is an indisputable fact. However, in this area there
are a number of problems of an objective and
subjective nature.

Ne | Problem Description

1 | Narrow approach
to human capital

valuation rather fragmented.

Most of the subjects use either purely managerial models for estimating human capital, or using
economic or financial indicators in evaluating human capital, and the use of such models in itself is

2 | Lack of experience
in assessing human
capital in the

enterprise and the ways of achieving them.

Many enterprises simply lack such experience. This is aggravated by the fact that in order to form a
model for evaluating human capital in modern conditions, it is necessary to apply a scientific-economic
and / or social approach to human activity and its potential, as well as the goals of economic activity

3 | Ignoring the

progress and
innovation

economic growth is ignored.

In this context, even if the enterprise has any system for assessing human capital, it ignores

aspects of technical | quantitative criteria, which makes it difficult to determine the human capital of workers. At the same
time, the quantitative and qualitative improvement of the social product for a certain period of time
requires a quantitative assessment. Consequently, the enterprise does not include in the results of the
human capital assessment the results of the impact of technical progress and innovations, which are
just the key factors of long-term economic development with which the future development of the
Russian economy is connected. As a result, the increasing role of human capital as the main factor of

4 | Neglecting the
value of human
capital for an
organization

Human capital is of particular importance as a special asset that allows you to implement and
implement various projects. In fact, without human capital, innovation is not possible either in
production or in commerce or in management. Innovative activities of an organizational and economic
nature are based on the results of using human capital. Human capital is an asset of fundamental
importance, ensuring the innovative development of enterprises. Therefore, an assessment of human
capital is needed to increase the effectiveness of the innovation activities of enterprises.

5 | Insufficient use of
human capital

improve the efficiency of innovation.

Enterprises use the available human capital for the direct implementation of innovation, regardless of
the form of use. The key goal of using human capital is the creation of organizational and economic
advantages that can be used in current and future activities. Human capital is an asset of strategic
importance, since the development and implementation of innovations in modern socio-economic
conditions relies primarily on human resources. In this regard, it is necessary to quantify it in order to

Note compiled from source (Krakovskaya, 2008: 41-50)

The solution of these problems, among other
things, is in the development of methodological
approaches to the assessment of human capital.

Methodological approaches to the economic
definition of human capital, based on different
models, develop ideas that provide new, more
realistic options for evaluating human capital.
Depending on the quantitative model of human
capital assessment, its value is reduced to any set
of criteria. Criterion models allow objectively and
reliably assess human capital.

294

At enterprises, however, a formalized
organizational and managerial approach to the
assessment of human capital is often used. At the
same time, the enterprises pursue the goal of ensuring
a high level of personnel training and its effective
use. However, there is often no methodology for
estimating human capital regulated in internal
documents, as the management of the organization
adheres to the traditional management model for the
assessment of human capital. As a result, the main
instrument for assessing the human capital of such
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organizations remains certification, the regulation
of which is fixed in the relevant position, and the
empbhasis is placed on the qualitative characteristics
of human capital.

Enterprises are often limited to assessing
human capital in three basic areas: analysis of labor
indicators and the structure of labor resources,
analysis of the effectiveness of the use of working
time, as well as analysis of the effectiveness of the
use of labor resources.

In modern statistics, a system of indicators has
not yet been created that could assess the quality
of human capital, therefore the development of an
aggregate indicator of human capital is a priority for
improving both modern statistics and the economy.

This implies not only the formation of a system
of indicators characterizing the creation of this
form of capital, but also a revision of the existing
accounting concepts for a set of basic problems of
the statistical assessment of human capital:

— development of the -classification of the
elements forming human capital;

— the coverage of all institutional units involved
in its creation;

— development of human capital efficiency
indicators.

The formation and development of human
capital takes place with the direct participation
of the family, the state, enterprises and various
public funds. At present, when an employee of an
organization must be constantly active in improving
his abilities, it is necessary to take into account the
fact that learning takes place throughout his life.
Therefore, families, for example, take only partial
participation in the process of continuous learning,
while the organization itself, which is directly
interested in the performance of its employees,
increasing its productivity in the context of
continuous improvement of the technologies used,
takes an active part in stimulating and financing this
process.

Measurements of human capital are usually
inaccurate, but the measurement process itself is
extremely important. Organizations are gradually
becoming aware of the important link between
human capital and the company’s financial results
— a link that traditional accounting methods cannot
take into account.

Companies understand that communication
may or may not manifest itself in specific indicators
or figures expressing the value of human capital.
But, trying to quantify it, they can understand
what the contribution of each of the employees to
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the company’s work is, how committed they are to
their work, what they think about the company and
what the likelihood is that they will quit. Often, in
the process of evaluating human capital, companies
gain useful insights into their organizations and
acquire information that is important for their work.

There are two generally accepted approaches
to assessing human capital: cost and income (rent).
The cost approach is based on summing up the total
expenditures on education, professional training
and other costs of society, usually attributed to
investments in human capital (health maintenance,
job search and relevant earnings information,
migration). The cost of human capital is determined
by the accumulation of net investments in human
development as a future employee at all stages of
his life cycle.

The income principle implies an assessment of
the income earned by employees, which reflects
the return on funds invested in the appropriate
educational and qualification level. The application
of the income approach to the assessment of human
capital involves, above all, the use of capitalization
of income derived from the use of this type of capital.
It is in this case that the accumulation of human
capital by the current generation and the potential of
its use in economic activity during the functioning
of an employee are reflected.

Both methods are incorrect, since they do not
take into account the quality of human capital at
all, but are reduced only to what kind of income the
employee brings to the company or how much the
company spends on it.

The cost measurement of human capital in
the two methods described above is based on the
system of market prices and wages, which allows
all humanity to be reproduced. This information,
from the standpoint of statistics, is fairly objective
and reflects trends in regional and global labor
markets, but it still cannot fully reveal the qualitative
characteristics of human capital.

Conclusion

It is advisable to carry out an assessment of
the value of human capital used on the basis of
an analysis of the results of economic activity.
Information base are: at the micro- level — data of
annual reports of enterprises; at the meso- and macro-
levels — information from the statistics authorities
on turnover, profit gained and costs incurred in
the context of economic activities. Analysis of the
results of the use of human capital in interaction
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with entrepreneurial capital is not only private, but
also of national economic importance.

The use in organizations of the proposed
quantitative approach to the assessment of human
capital will make it possible to comply with the
management concept, according to which an
enterprise will be able to use value indicators in
assessing the results of its economic activity and
comparing them with market success. Thus, it is
possible to achieve an objective combination of
quantitative criteria and qualitative, the latter being
the correspondence of the level of qualification and
the assessment of professional qualities. It does not
need to change the essence of the organizational
and managerial approach, on the contrary, it will be
improved.

An objective assessment of human capital
affects:

— to determine the adequacy of the human
capital of an enterprise to market requirements;

— justification of investments in a business, the
nature of which requires significant costs for the
formation of human capital (services);

— consideration of human capital as one of the
main factors of business profitability, forecasting
the income of an enterprise;

— determining the cost of development or the
creation of human capital in an enterprise similar to
the object of valuation;

— investment attractiveness of the enterprise;

— forecast of market prices for shares of the
company;

— justification of the weights of the various
business valuation methods in determining the final
market value (with a high level of human capital, an
income approach is considered a priority, with a low
level, a cost approach).

Thus, all methods for assessing «human capital»
grow out of a single need for measurement and
control. The complexity of creating such methods
lies, of course, in the complexity of the object of
measurement.

Human capital is a probability value. Each of the
components of human capital is also probabilistic in
nature, and, as was shown above, depends on many
factors. Some components of human capital can
be considered as independent values, and some as
conditionally dependent. For example, the presence
of good or bad natural abilities does not change the
likelihood of the existence of good or bad health,
the presence of certain knowledge, good or bad
motivation to continuous development or productive
work. The presence of professional knowledge may
increase the likelihood of high motivation to work,
but (in the absence of a high general culture) may
not have any effect on it.

Thus, the human development index takes into
account most of the human capital components
and adequately describes the amount of human
capital accumulated by a certain state. Evaluation
of human productive abilities, as well as the cost-
effectiveness of developing these abilities and
increasing labor productivity, has been and remains
one of the key problems of economic theory and
management. Scientists and practitioners offered a
variety of methods and tools for carrying out such
calculations, taking into account the quantitative
and qualitative characteristics of human abilities
and skills, suggesting the expression of the value
of human capital accumulated by individuals,
companies and society as a whole, the volume of
investments in human capital from various sources,
competitive benefits derived from human capital
accumulation.
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