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Maxkanada azvipkbl KooMOYH 6awikel Oaanyynyey 60a20H
A0amMObIK KanumanoblH MAKbI3bL JHCAHA OAANYNY2Y IKOHOMUKATBIK
KAme2opusi JCana OUOHOOU 371e IKOHOMUKATBIK OCYUMYH (DYHOA-
MeHmanovik paxmopy xamapel kapanea. Kanumanovin 6apovik
MYPAOPYHYH UYUHEH 9K 6aanyycy Kamapvl a0amoblK Kanumaiobl
MONMOOHYH SKOHOMUKATIbIK MAAHUCUH KONMOLOH UWKAHALAD MY-
wyHe Oawmawmoel. Jlan yulyn Kel3MamxepiepoOuH OUIUMUHUH,
WBIKMAPBIHBIK  HCAHA HCOHOOMOYYAYKMOPYHYH He2usuHoe mon-
MONI2OH MANCPBITIOACH! KOMNAHUAHbIH OHY2YYCYHYH 3AMAHOAN 8eK-
MOPYHYH KOULOUIOPYH UeUyyeo JHCAHA OCYN JHCAMKAH amaarHOaul-
MbIK YOUPOCYHYH WAPMMAPLIHA UHSUTUKMYY KOHYN KEMYyeo MyM-
KYHOYK 6epem. Aoam KanumanviH 0AAn00 HCana aHaiu300e yyyH
ap KaHoau bIKMaiapobl KOIOOHYY, aHbl NAUOAIAHYYHYH HAMbLIICA-
JVYIYEYH JCAHA MOMUBAYUSACHIH dp Mapanmyy 6aanio020 MyMKyH-
Oyk bepem. A0am kanumanvin 6AAN0020 MAMULEHUH MAHbI3bI, Oen-
2UNYY OUP KbI3MAMKEPOUH JiceKe MYHO300MOCYHYH 0a2bl, ULUKAHA
KbI3MAMKepAepUHUH MYHO300MOIOPYH 0a2bl MYHO30020H CAHObIK
JHCAHA CANAMMBIK KOPCOMKYUMOPOYH OAANAHYYCYHYH HCAMKAHObI-
2bIHOA.

Hezuzzu co300p: adam kanumanvl, dcexke a0am KAnumansl,
ounum, 6unum 6epyy,usbik, MAOaHUsIM.

B cmamve paccmompena cywyHoCmb U OYeHKA Yel08e4ecKo20
Kanumana Kaxk 9KOHOMUYECKOU Kamezopuu, KOmopdas A6s1emcs
2]lABHOL YEHHOCMbIO COBPEMEHHO20 00Wecmad, a MaKice 0CHO80-
noaa2aowUM Gaxmopom skoHomuyecko2o pocma. Ouens bonvuioe
YUCI0 NPeOnpUAMULL HAYUHAION 0CO3HABAMb IKOHOMUUECKYIO 8AJIC-
HOCMb YeN06eyecko20 Kanumaia HAKONJIeHUus KaK Hauboiee yeH-
HO20 U3 6cex 6u008 kanumand. VmMenHo HaKonIeHHblll 3anac 3na-
HULl, HABLIKOG U YMeHUll pabOMHUKO8 NO3608em peulams 3a0adu
COBPEMEHHO20 6eKMOPA PA36UMUs KOMNAHUU U YCNeWHO a0anmu-
po8amuvCsi K YCI08UAM pacmyuyell KOHKypeHmHou cpeowl. HUcnono-
308AHUE PA3IUYHBIX MEMOOUK OYEHKU U AHAIU3A Yel08eUecKo20
Kanumana no360.sem NoIy4ums 6CeCMOPOHHION OYeHKY (hgek-
MUBHOCMU €20 UCNob308anus u momusayuu. Cyms nooxoda K
OYeHKe Uesl08euecKo20 Kanumaia 3aKuouaemcs 8 moMm, 4mo OYyeHke
Nn008epealomcs KOIUYeCmeeHHble U KadeCcmeeHHble NoKasamel,
Xapaxmepusyoujie Kaxk UHOUBUOYATbHbIE 0COOEHHOCHU KOHKpem-
HO20 pabomHUKa, Maxk u Ceoucmea pabomHUKo8 Npeonpusimus
COBOKYNHOCTIU.

Kntoueevie cnosa: uenoseueckuil kanumai, UHOUBUOY ANbHbILU
yesogeyecKull Kanumai, oopazoeanue, 3HAHUs, HABbIKU, KYIbMypd.

The article examines the essence and evaluation of human ca-
pital as an economic category, which is the principal value of mo-
dern society, being the constitutive factor in economic growth as
well. A very large number of enterprises start to realize the econo-
mic importance of human capital accumulation as the most valuable
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of all types of capital. Only accumulated knowledge, skills and com-
petence of employees allow solving modern problems concerning
company's development and help to successfully adapt to conditions
of growing competitive environment. The use of various methods for
assessing and analyzing of human capital make it possible to obtain
a comprehensive assessment of the effectiveness of its application
and motivation. The whole point of the approach to human capital
assessment lies in the fact that subject to assessment are quantitative
and qualitative indicators which in turn characterize both the indi-
vidual characteristics of a particular employee and properties of
enterprise employees in aggregate.

Key words: human capital, individual human capital, educa-
tion, knowledge, skills, culture.

Human capital is combination of knowledge, skills,
abilities, health and motivation, capable to bring income
and can be a source of creation and implementation of
innovations in a company. Their future development
depends on the efficiency with which companies form,
develop and use human capital.

Human capital is an intangible asset and qualities
that increase labor productivity and benefits to the econo-
my or it is an asset that is not included in company's ba-
lance sheet. These qualities cannot be separated from
people who gain or possess them. They can be incorpo-
rated into the economic value of employee's experience
and skills. It includes resources that employers appreciate:
education, training, intelligence, skills, health, loyalty and
punctuality.

The formation of human capital is strongly influen-
ced by parties of labor relations, with whom a bearer of
human capital has been in contact for a sufficiently long
period of his life: it is the enterprise he belongs to. A
typical feature of an enterprise among other subjects in the
process of creation and development of human capital is
its orientation towards achieving economic benefits.
Thus, a person in an enterprise, in addition to gaining
practical experience and skills in a particular profession,
constantly receives special knowledge and participates in
an activity that develops his potential.

Assessing the development of human capital is one
of the most difficult tasks that the head of any organi-
zation has to face. In modern conditions of tough compe-
tition, rapid change of technologies and information
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dependence, the maximum and efficient use of all avail-
able resources is especial topical problem. At the same
time, more effective use of enterprise's human capital is
becoming the main vector on increasing competitiveness,
because these are people who process information; carry
out production and sale, etc.

There is no definite methodology for assessing the
human capital. There are various points of view of au-
thors. One of the most common methods is calculation of
the human capital of an individual and its assessment in
the structure of intellectual capital of an enterprise.

Human capital, as an economic category, has quali-
tative and quantitative features, and attracts more and
more interest from both foreign and domestic economists.
One of the main issues of economic theory since the
emergence of human capital as an independent scientific
discipline is the assessment of human production skills.

Modern techniques relating to its research are cha-
racterized by a variety of approaches, since the category
is relatively isolated in the economic science system; to-
day it is still little studied and is a complex and multi-
faceted concept.

In this regard, many scientists, economists at diffe-
rent times proposed various methods and tools. These ap-
proaches have brought into existence such concepts as:
the value of a person, the cost of labor, the cost and price
of the product "labor"”, the cost of labor services, the cost
of human capital, the cost of the educational fund, the cost
of living, etc. [1].

Human capital is not living people themselves, but
their production capabilities, skills, potential. Since all
these qualities are integral parts of a living human perso-
nality, which couldn’t be sold or bought. Only services
rendered by human capital can be sold and bought, which
are display form of human’s production capabilities.

Recently, has been growing the role of a highly edu-
cated and highly intellectual society, which constitutes
highly educated and intellectually capable members. In
the products resulted from highly educated labor, each
person is considered as a bearer of valuable human resour-
ces capable of accumulating and analyzing the necessary
knowledge, replenishing it, developing new scientific
ideas and implementing them into appropriate innovative
technologies, goods and services. At the same time, the
products of intellectual labor are increasingly occupying
international market niche.

Year after year, more and more often it is getting ne-
cessary to assess not only the volume of investments in
human capital, but also the volume of human capital
accumulated by an individual. At the same time, the value
of the total volume of human capital is calculated both for
an individual and for the country as a whole. Comparison
methods are widely used between the countries, where the
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indicator system characterized by the ratio of macroeco-
nomic and educational data for a given country is compa-
red with the corresponding indicator systems of other
countries. By determination of the value of human capital
used both cost and natural estimates.

The most common methods for measuring human
capital are cost (monetary) methods. V. Petty was one of
the first to use cost estimates to measure the value of an
employable person, where he proposed a method for cal-
culating the value of each person. The Petty's works were
the first attempts to assess the productive forces of a work-
man. In his opinion, human labor is the "father of wealth"
and the total value of the community is twenty times grea-
ter than the annual income the same community earns.

He estimated the value of the entire population of
England at his time at about 520 million pounds sterling,
and the value of each inhabitant - on average, 80 pounds
sterling. Petty valued an adult to be of double value than
a child, and a sailor three times more than a peasant [2].

The more a person studies, the higher his level of
education, the more his human capital is. At the same
time, changes are made taking into account uneven dura-
tion of the academic year in an analyzed period, as well as
the unevenness of academic years at different levels of
education (for example, school education and higher uni-
versity education).

A variety of methods are used to measure the value
of human capital. L. Turow notes: “Human capital of
people is their ability to produce goods and services. The
value of human capital is simply the price of productive
ability multiplied by the amount of that ability. "

To assess the development of human capital, its le-
vel, quality, quantity, a number of indicators are used,
such as integral, private, social (natural) and economic
(cost). The amount of human capital is determined by the
economic effect of its use that is by the total income.

The present value of all future earnings is the cost of
the capital involved. The procedure by which the present
value of any amount is calculated and which can be
obtained in the future is called a discount.

In general, discounting is calculated according to the
formula:  Dc=D¢/ (1 +i),

DC- current value of income;

Dt - future amount of income;

i - current interest rate;

t - number of years.

DC - represents today's analogue of the amount -Dt,
which will be paid in t-years, taking into account the
interest rate equal to i-per annum.

DC- is a certain amount of money, which, if invested for
t-years at the rate of interest -i, will grow to the value -Dt.

The quality of individual human capital can be asses-
sed according to the indicators summarized in Table 1 [3].
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Table 1
Assessment of the quality of individual human capital formation

Types of human

capital Indicators of quality

Forms of public assessment

Health status, morbidity, loss of time due to illness,
opportunities for a future life, etc.

Medical report, certificate of health, medical history,
sick leave, medical examination, etc.
Certificates, expert assessment, assessment of social en-
vironment, records from law enforcement agencies, etc.
Diploma, certificate, work record book, work reference,
etc.

Health capital

Cultural and moral

capital Educational level, 1Q, morality, facts of deviant behavior, etc.

Professional education, professional experience, labor achie-

Labor capital vements and promotions, combination of professions, etc.

Intellectual capital

Intellectual property, capitalization (intensity of use of
intellectual property), rating of intellectual products, etc.

Patent, copyright certificate, circulation, income, expert
opinions, popularity, etc.

Organizational and
entrepreneurial capital

entrepreneurs, etc.

Equity capital, controlled capital, property rights to limited
resources, privileges, secrets (know-how), rating of

The volume and form of investments, participation sys-
tem, ownership documents, copyright, memorandum of
association, rating firms of appraisers, etc.

When assessing individual human capital, it is
essential to take into account natural discrepancy in capa-
bilities, which can be determined by the amount of intel-
lectual and entrepreneurial capital accumulated by a parti-
cular person, taking into account the time of its turnover.
In this case, the following conditions are true [4]:

—More capable people demand lower costs for a
specific education than less capable people;

—More capable people acquire greater amount of
knowledge during the same period of study, than those
who are less capable;

—The more capable and educated have higher
incomes than the less capable, even if both have the same
number of years of formal education;

—More capable people have a longer period of effe-
ctive investment in education than less capable people.

Individual health status can be assessed on a 5-point
scale. The Human Development Index (HDI) is one of the
most common methods for assessing average values of
individual human capital. The HDI calculating method
implies setting up of a complex indicator as an arithmetic
mean of three indicators, assessed by experts according to
national statistics and reports of the UN [5]:

1. life expectancy for a specific date within the life
span starting from 25 to 85 years;

2. availability of education as the average value of
adult literacy (0-100%) and the ratio of students at all
levels of education in corresponding age group (0-100%);

3. Level of welfare, measured by the ratio of real
GDP per capita, calculated as per purchase power parity
of national currency converted in US dollars.

Quantitative and qualitative indicators of enterprise
personnel can be used as indirect estimates of human ca-
pital. Human capital in terms of quantity is defined as total
number of people, working population, number of stu-
dents, etc. This research method of human capital for an

enterprise is the most convenient and easy to use. Quali-
tative features: know-how, education, and anything that
increases labor efficiency.

An integral attribute of the capital, as well as the hu-
man capital, is investment, which is a personal investment
in keeping up health, obtaining general and special educa-
tion, job search, upgrading skills, migration, birth and
education of children, search for economically significant
information, etc.

Thus, it can be stated that none of the above men-
tioned methods is perfect, which suggests that in any case
it is necessary to combine them for the successful deve-
lopment of human capital. Today, the study of methodo-
logy for assessing the effectiveness of human capital use
is of scientific and practical interest. Among the large
number of existing methods in this study, it would be
advisable to use quantitative and qualitative indicators of
enterprise personnel.

Summing up, it can be concluded that the choice and
application of the method depend on practical tasks of an
enterprise. In addition, only constant work on improve-
ment of accounting and analysis of the use of human capi-
tal will allow organizations to effectively achieve its goals.

Literature:

1. Tairov S.O. Formation stages of the matter of human capital //
Bulletin of Jalalabat State University. - 2008. - Ne 2. - P. 141.

2. Kocherbaeva A.A. Production and turnover of human capital
during the transition period (based on materials of the KR): -
thesis Dr. econom. Sciences: 08.00.01. - Bishkek, 2001.- P. 164.

3. Human capital: content and types, assessment and stimulation:
Monograph / V.T. Smirnov, 1.V. Soshnikov, V.I. Romanchin,
1.V. Skoblyakova; Ed. doctor of economics, prof. V.T. Smirnov.
- M., 2005. - P.54.

4. Leshcheva M.V. Issues on accumulation and use of human ca-
pital (based on materials of the Kyrgyz Republic): - Diss. cand.
economy sciences: 08.00.05. - Bishkek, 2000.- P.45.

5. Kocherbaeva A.A. Production and turnover of human capital in
the transition period (based on materials of the KR): - Diss. Dr.
econom. sciences: 08.00.01. - Bishkek, 2001.- P. 179.

93



